Andrews University

Digital Commons @ Andrews University
Professional Dissertations DMin

Graduate Research

2017

Cross-Cultural Conflict Transformation in Southeastern California
Conference of Seventh-day Adventists
Jonathan J. Park
Andrews University

Follow this and additional works at: https://digitalcommons.andrews.edu/dmin
Part of the Practical Theology Commons

Recommended Citation
Park, Jonathan J., "Cross-Cultural Conflict Transformation in Southeastern California Conference of
Seventh-day Adventists" (2017). Professional Dissertations DMin. 726.
https://digitalcommons.andrews.edu/dmin/726

This Project Report is brought to you for free and open access by the Graduate Research at Digital Commons @
Andrews University. It has been accepted for inclusion in Professional Dissertations DMin by an authorized
administrator of Digital Commons @ Andrews University. For more information, please contact
repository@andrews.edu.

ABSTRACT

CROSS-CULTURAL CONFLICT TRANSFORMATION IN
SOUTHEASTERN CALIFORNIA CONFERENCE OF
SEVENTH-DAY ADVENTISTS

by
Jonathan J. Park

Adviser: Ernest Furness

ABSTRACT OF GRADUATE STUDENT RESEARCH
Project Document
Andrews University
Seventh-day Adventist Theological Seminary

Title: CROSS-CULTURAL CONFLICT TRANSFORMATION IN SOUTHEASTERN
CALIFORNIA CONFERENCE OF SEVENTH-DAY ADVENTISTS
Name of researcher: Jonathan J. Park
Name and degree of faculty adviser: Ernest Furness, DMin
Date completed: December 2017
Problem
Today’s world has become more globalized than ever before. The North
American Division of Seventh-day Adventists is perhaps a division with the most
ethnically diverse members in the world. This diversity is especially found in the
Southeastern California Conference, which has more than 70,000 members with 175
churches and companies and many different ethnic groups. The Asian ministries alone
have eleven different ethnic groups. These Asian churches not only face cultural
differences between the first and later generations of the church members but must also
deal with generational differences. These differences create conflict that need to be
addressed.

Method
The project’s original intention was to equip Asian pastors with an awareness of
cultural differences between Asians and Asian-Americans. However, the scope of the
participating pastors has extended beyond Asian pastors to provide resources for all
young pre-ordained pastors who are currently dealing with similar problems like the
Asian pastors. The reason for this expansion is the recognition that all churches in
Southeastern California Conference are becoming multi-ethnic congregations. To address
this problem, seven different curriculums were developed for a presentation at a threeday retreat with the young pre-ordained pastors. Their ages ranged from 20 to early 40s.
The objective was to equip them with skills that would help them address various cultural
differences and the resulting conflicts found in the multi-ethnic churches. These pastors
took several assessments to develop their multi-cultural conflict skills such as the
Cultural Intelligence Inventory, the Thomas-Kilmann Conflict Mode Instrument (2009),
and the Myers-Briggs Type Indicator and Conflict Type.

Results
Thirty-three pre-ordained pastors participated throughout the three-day retreat. At
the end of the retreat, the participants were given an assessment to compare pre- and postworkshops on the knowledge and skill sets on cultural awareness and conflict.
The results of the tests of hypotheses demonstrated that statistically significant
improvement was observed. The interpretation of the results included that observed
differences between the pre- and post-scores are both of practical importance, and also
statistically significant.

Conclusion
Participating pastors were better equipped to identify the tension that exists in an
ethnically diverse church and to address different levels of conflicts with effectiveness.
Pastors are also able to have more confidence in addressing the conflict with more
competence instead of simply avoiding conflict due to lack of experience or knowledge.

Andrews University
Seventh-day Adventist Theological Seminary

CROSS-CULTURAL CONFLICT TRANSFORMATION IN
SOUTHEASTERN CALIFORNIA CONFERENCE OF THE
SEVENTH-DAY ADVENTISTS

A Project Document
Presented in Partial Fulfillment
of the Requirements for the Degree
Doctor of Ministry

by
Jonathan J. Park
December 2017

© Copyright by Jonathan J. Park 2017
All Rights Reserved

CROSS-CULTURAL CONFLICT TRANSFORMATION IN
SOUTHEASTERN CALIFORNIA CONFERENCE OF
SEVENTH-DAY ADVENTISTS

A project document
presented in partial fulfillment
of the requirements for the degree
Doctor of Ministry

by
Jonathan J. Park

APPROVAL BY THE COMMITTEE:

_______________________________
Adviser,
Ernest Furness

________________________________
Director, DMin Program
Kleber D. Gonçalves

_______________________________
Kyo Shin Ahn

_________________________________
Dean, Seventh-day Adventist Theological
Seminary
Jiří Moskala

_______________________________
Erich W. Baumgartner

__12/14/2017______________________
Date approved

TABLE OF CONTENTS
LIST OF ILLUSTRATIONS .......................................................................................

vi

ACKNOWLEDGMENTS ...........................................................................................

vii

Chapter
1. INTRODUCTION .........................................................................................

1

Personal History .....................................................................................
Statement of the Problem .......................................................................
Purpose ..................................................................................................
Statement of the Task .............................................................................
Delimitation ............................................................................................
Definitions of Terms ..............................................................................
Description of the Project Process..........................................................
Initial Result ...........................................................................................
Summary ................................................................................................

1
2
3
4
6
6
8
10
11

A THEOLOGY OF CONFLICT TRANSFORMATION .............................

13

Introduction ............................................................................................
Theology of Conflict ..............................................................................
Biblical Approach to the Church Conflict ......................................
The Upside-Down Kingdom Approach to Conflict ........................
Power and Control ...................................................................
Rights and Privileges ...............................................................
Early Adventist Leaders and Conflict ......................................
Reconciliation as a Gift ...................................................................
Glorifying God ................................................................................
Conclusion ..............................................................................................

13
16
17
18
20
23
29
31
32
33

LITERATURE REVIEW ..............................................................................

35

Introduction ............................................................................................
History of Asian American: East vs. West .............................................
Cultural Differences ...............................................................................
Worldview .......................................................................................
The Philosophical Aspects of Cultural Differences ........................
The Cultural Value Dimensions ......................................................
Confucianism and Christianity ........................................................
Struggles of Asian Churches ..................................................................
Communication ...............................................................................
Work Ethics and Priority .................................................................
Need of Conflict Management Theories and Styles ...............................
Conflict Management Theories and Styles .....................................

35
36
39
39
40
43
45
48
49
51
52
55

2.

3.

iii

4.

5.

6.

Conflict Handling Styles .................................................................

57

DESCRIPTION OF THE INTERVENTION ................................................

61

Introduction ............................................................................................
Development of the Intervention ............................................................
Target Participants ..................................................................................
Conflict Transformation Workshops ......................................................
Description of Five Conflict Transformation Workshops ......................
Designed for Adult Learning ..................................................................
Five Workshops ..............................................................................
Conflict Transformation Workshop 101: Theology of Conflict
Transformation .........................................................................
Conflict Transformation Workshop 201: Cultural Intelligence
(CQ) and Conflict ....................................................................
Conflict Transformation Workshop 301: Identifying and
Responding to the Levels of Conflict in Churches ..................
Conflict Transformation Workshop 401: Thomas-Kilmann
Conflict Mode Instrument®, MBTI® and Managing
Conflict ....................................................................................
Conflict Transformation Workshop 501: Conflict Cycle ...............
Disclosure of the Researcher’s Position and Bias ..................................
Conclusion ..............................................................................................

61
63
68
68
68
69
70

NARRATIVE OF INTERVENTION IMPLEMENTATION.......................

80

Introduction ............................................................................................
Summary and Purpose of the Study .......................................................
Profile of Participants .............................................................................
Overview and Result of the Assessments...............................................
Cultural Intelligence Assessment ....................................................
Conflict Style ..................................................................................
Review of the Methodology Used ..........................................................
Descriptive Statistics ..............................................................................
12 Questions ....................................................................................
Average PRE Responses .................................................................
Average POST Responses ..............................................................
12 PRE Responses ..........................................................................
12 POST Responses ........................................................................
DELTA Between PRE and POST Response ..................................
Conclusion of the Data Analysis of Assessment ............................
Reflection on the Comments ...........................................................
Summary and Conclusion ......................................................................

80
81
82
83
83
85
88
89
89
90
91
93
94
95
96
97
98

EVALUATION AND LEARNING ..............................................................

99

iv

70
71
75

76
77
78
79

Summary ................................................................................................
Description of Method Used to Evaluate the Intervention .....................
Outcomes ................................................................................................
Recommendations for the Further Research ..........................................
Conclusion ..............................................................................................
Recommendations ..................................................................................
Annual Culture and Conflict Workshops ........................................
Further Research on the Transition of Church Ownership
Between the Generations .........................................................
Last Word ...............................................................................................

99
99
100
101
101
101
101

A. CULTURAL VALUES SUMMARY ...........................................................

104

B. EFFECTIVENESS OF CONFLICT STYLE ON THE CONFLICT
STAGES
..................................................................................................

105

C. GROUP PROFILE OF SECC PRE-ORDAINED PASTORS ......................

106

D. SECC CONFLICT STYLE ASSESSMENT HANDOUT ............................

107

E. SECC PRE-ORDAIN PASTOR’S CONFLICT STYLE PREFERENCES ..

112

102
103

Appendix

F.

FULL RESPONSES TO QUESTION 13 AND 14 OF ASSESSMENT
TO MEASURE THE PARTICIPANTS LEARNING IMPROVEMENTS ..

113

REFERENCE LIST… .................................................................................................

116

VITA……………….. ..................................................................................................

121

v

LIST OF ILLUSTRATIONS

1. The Philosophical Aspects of Cultural Differences Developed by Edwin
Nichols ..............................................................................................................

40

2. Differences in Observing a Picture Between an Asian and an American...............

41

3. Thomas and Kilmann’s Conflict Handling Modes .................................................

56

4. Differences in Conflict Style Between Thomas-Kilmann and Rahim ....................

57

5. SECC Membership Division by Ethnic Churches ..................................................

64

6. SECC Breakdown of Churches, Companies, and Groups ......................................

65

7. SECC Breakdown of Pastors by Ethnicity..............................................................

65

8. Snapshot of Cultural Intelligence Group Report on SECC Pre-ordained
Pastors .....................................................................................................................

84

9. Distribution of Averaged PRE Scores ....................................................................

91

10. Distribution of Averaged POST Scores ..................................................................

92

11. Boxplot Display of PRE Survey Questions ............................................................

93

12. Boxplot Display of POST Survey Questions ..........................................................

94

13. Boxplot Display of DELTA for Survey Questions .................................................

95

vi

ACKNOWLEDGMENTS
“Feeling gratitude and not expressing it is like wrapping a present and not giving
it.” (William Arthur Ward)
I am deeply grateful to the numerous people from the various circles of
relationship that have contributed to my life during this project.
Where would I be without God guiding me through this process? He has placed
me in situations where I felt the need to be equipped to address issues in areas of
culture and conflict. Thank you, Father, for always equipping, empowering, and
enabling me to be a kingdom builder for you.
I thank my family for their support. I cannot describe the positive and holy impact
my wife, Ashley, has on me. Her drive to pursue an authentic relationship with
God and with our family is what I will always treasure. Thank you for your
support while I attempted to balance our family, work, and this project.
I thank my adviser, Ernie Furness, who has mentored me and guided me
throughout this project. You have gone beyond the role of an adviser to make sure
that I had all the help that I needed. Thank you for motivating me to finish this
project and be a better person.
I thank my second reader, Kyo Shin Ahn, who has not only evaluated and advised
on my project but has often mentored me as a pastor.
I thank Southeastern California Conference for giving me the opportunity to
pursue a Doctor of Ministry in the area of leadership, culture, and conflict. I thank
Sandy Roberts and the rest of the officers as well as my context support group for
encouraging and supporting me to complete this project.
I thank my Doctor of Ministry workgroup, Rohan Wellington, Vandeon Griffin,
Victor Maddox, Henry Moncur, and Pavel Goia for holding all of us accountable
by encouraging each other to finish the race.

vii

CHAPTER 1
INTRODUCTION
Personal History
My family emigrated from South Korea to California in the United States
in 1979 when I was 10 years old. Immigrating to America was definitely another
chapter that has impacted my life tremendously. It has not only given me an
opportunity to explore a diverse worldview but also allowed me to be in a unique
position to experience and learn to adjust living in a dual world of culture as a
Korean and young man growing up to become more Americanized.
My early childhood after immigration was full of learning the new culture
as I was being shaped to be a pastor. Before my family immigrated to America, I
was baptized and had committed myself to be a pastor when I grew up. So, when
my family came to America and settled in San Gabriel, California, I made an
intentional decision while learning English to not forget my Korean language.
However, as I grew older and experienced church life for Koreans in
America, I came to realize there was tension in the church between the first
generation of Koreans who came to America and the young people who have
grown up in America. Not only was the worldview different but the methodology
of approaching conflict was also different. The first generation lived in an
authoritarian culture and would command obedience from the second generation,
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whereas the second generation wanted to make decisions using egalitarian
methods. Thus, when I became a student pastor while attending Pacific Union
College, by default, I became not only a pastor for the English-speaking young
people in churches but also a bridge to communicate between the first generation
Koreans and the second generation Korean-Americans. I was able to identify with
the first-generation Koreans because I was able to speak Korean fluently. I have
intentionally kept up with the Korean culture because of my commitment to be a
pastor for the Korean churches in America. It was possible for me to identify with
the second generation, called Korean-Americans because I grew up in America
from a young age.
From my college days, I have believed that God has placed me as a pastor
in several different churches in various regions of America and into leadership
positions beyond the local church to enable me to assist in addressing the conflict
between the two cultures. For three years, I served in the Southeastern California
Conference (SECC) as Vice-President for the Asian/Pacific ministries, and for the
last four years, I have been serving as the Executive Secretary.
Statement of the Problem
When I was Vice-President for the Asian/Pacific Ministries, I felt a need
to learn more about different cultures and how to deal with conflict in addressing
the needs that most, if not all of the 11 different nationalities in the Asian/Pacific
churches were experiencing. With my 23 years of experience in pastoring Korean
churches, I was able to identify similar tensions and conflicts in the Asian/Pacific
churches.
2

However, since my experience was limited to first and second generation
Koreans, I felt the need to expand my education to other cultures and formally
understand more about conflict and conflict management. Thus, began my
journey in the Doctorate of Ministry program on leadership, specializing in
conflict management. My research focused on the cultural tensions and conflicts
that arise in the Asian/Pacific island communities. As I implemented my new
insights in the different churches, the benefits of an intentional approach to crosscultural conflict management became obvious.
In 2015 I was elected Executive Secretary for SECC. Although my role
changed, I was able to continue to work on researching culture and conflict in the
Asian/Pacific churches in our conference. It is my desire for all who feel the need
to explore the cultural differences between the Eastern and Western approaches to
the conflict to be benefited by this study.
Purpose
The purpose of this project is to equip the pastors of the Southeastern
California Conference of Seventh-day Adventist with the emphasis on the
churches with an intentional understanding of the similarities and differences of
Eastern and Western approaches to the conflict have skill sets to identify conflict
and be able to address conflicts that arise in the Asian/Pacific churches. For this
reason, I conducted a retreat with the pastors that provided knowledge and skills
necessary to be culturally aware and able to address cultural conflict that arises
between first generation Asian/Pacific Islanders and second generation
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Asian/Pacific-Americans. Furthermore, this project also created resources for
ethnic churches to be equipped to address cultural and conflict issues.
Statement of the Task
The original task of this project was to develop and implement a strategy
for equipping pastors to manage cross-cultural and cross-generational conflict in
the Asian/Pacific churches in the SECC. However, due to transition from VicePresident of Asian/Pacific Ministries to the Executive Secretary, I realized that
multi-ethnic churches also experience conflict due to cultural misunderstandings
and how people approach conflicts. In the SECC, there are no longer all-Anglo
churches. There are still a few where there are larger number of Anglos, but there
is usually a good percentage of other ethnic members attending those churches.
Since there are no super-majority Anglo-member churches, the conference
has categorized non-ethnic churches as multi-ethnic churches. Multi-ethnic
church pastors encounter tension with different ethnic groups that co-exist in a
church. For instance, a pastor approached me wondering why there seemed to be
a sense of animosity from an Asian female member when he had simply accepted
her resignation letter as the head deacon. He had always enjoyed his working
relationship with her because whenever he had asked her to join different
committees or prepare various events for the church she was always so willing.
However, the day she approached the pastor with her resignation letter, he had
been disappointed, but thinking there must be a good reason for her letter he had
simply accepted her resignation. Since then, she seemed to have animosity toward
him and avoided him.
4

In working with the pastor, I informed him that Asian women will rarely
decline a request from their pastor, but will do their best to accommodate any
request received. However, if the work is overwhelming and they will feel like
they cannot fulfill the request to the best of their ability, instead of doing a
mediocre job where they would lose face or have to decline the request which
would cause them to lose face, they may simply submit a letter of resignation.
The pastor was grateful for the information and felt that it made sense
since he knew she was overwhelmed with family issues as well as her
involvement with various ministries in the church. However, he did not
understand why she would feel animosity toward him. I then shared with him that
in the Asian culture people usually decline positive or negative remarks. For
instance, when one offers a gift or compliments, the recipient usually declines
three times and then accepts the gift or compliments. Likewise, if someone
submits a resignation, the boss, in this case the pastor usually refuses to accept the
resignation three times. This indicates that the pastor sees the person as someone
that cannot be replaced and hopes for the person to retract the resignation.
Upon hearing an Asian cultural explanation, the pastor I was counseling
felt that it made total sense and that it would have helped if he had taken an
educational course on cultural awareness so that he could better communicate and
minister to all ethnic groups in his church.
This experience made me realize that developing cross-cultural awareness
and being equipped with the skill sets to address conflict in the churches are not
limited to the Asian/Pacific churches. Therefore, I have slowly expanded my
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understanding of cultural differences from Asian cultures to other cultures such as
Hispanic, some European, and African cultures.
Delimitation
This project focused only on the pastors of the Southeastern California
Conference of Seventh-day Adventists dealing mainly with the Asian cultures
which are influenced by Confucianism and the Western cultures, which are
influenced by Judeo-Christianity. I have decided to limit this project first to the
young, pre-ordained pastors. My plan is to eventually implement the project’s
task to include all the pastor of SECC.
As for the skill sets of conflict management, there are many different
theories and methods of addressing conflicts; therefore, I am limiting this project
to the introduction of cultural awareness and basic conflict management skill sets
to young, pre-ordained pastors. I plan to continue to develop in-depth cultural and
conflict management skills on an annual basis for the young pastors.
Definitions of Terms
This project uses several technical terms defined as follows:
Conflict: It exists when there are disagreements, struggles, or battles over
opposing issues, resources, or principles between two or more parties. According
to Hunt (2013),
Conflict, in Greek, is often the word agon, from which the English word
‘agony’ is derived. Originally meaning a ‘place of conflict,’ this word came to
mean the actual conflict itself and later any kind of conflict, struggle, or strife.
(p. 9)
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Conflict management: A term widely used when acknowledging that there
cannot always be a resolution. Resolution is only possible when the goal is to
manage the conflict with the implication of mediation. Conflict management and
mediation implies finding the middle ground where two or more parties
compromise the differences. Chapter 3 will use the term conflict management
extensively because it is used most often in current research dealing with conflict.
Conflict resolution: This term has unintentionally acquired the connotation
of what Lederach (1995) describes as “a bias toward ending a given crisis or, at
least, its outward expression, without being sufficiently concerned with the deeper
structural, cultural, and long-term relational aspects of conflict” (p. 201). I will
therefore not use the term “conflict resolution” in this project.
Conflict transformation: This term seeks to transform the experience of
conflict from a negative to a positive experience. Conflict is an opportunity to
examine a situation. It is also an occasion to listen to the needs of the “other” and
to understand one’s own needs more clearly to transform the conflict into an
opportunity for growth and to glorify God.
Culture: It is what Permanand (as cited in Armster & Amstutz, 2008)
defines as “all of the aspects of life in which we participate through our gender,
race, ethnicity, geographic origin, ability (physical, mental, etc.), sexual
orientation, education, class, language and so on” (p. 59).
Cultural intelligence: This is an outsider’s seemingly natural ability to
interpret someone’s unfamiliar and ambiguous gestures the way that the person’s
compatriots would. Before one goes about being aware of cultural differences and
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acquiring skill sets for conflict management, it should be noted that conflict
management and conflict resolution may be used interchangeably. I will be using
another word from this point on when addressing conflict: conflict transformation.
It implies that in dealing with conflict, it should be more than managing or
resolving the conflict. By using the phrase conflict transformation, I am implying
that conflict should be seen as an opportunity to transform the tension to
something better. Chapter 2 will address differentiation between conflict
management, conflict resolution, and why I prefer conflict transformation.
1.5 generation: Those who emigrated with their parents at a young age,
ranging from 6 to 15 years old, from Asia to the United States.
First generation: Those who have emigrated post-high school from Asia
to the United States.
Losing face: May be defined by the Western culture as “to lose the respect
of others; to become less respected or to be humiliated.” However, in the Eastern
culture, the definition goes beyond that to the idea of honor and keeping a good
reputation of others to have a harmonious relationship above making a point or
winning.
Second generation: Those who were either born in the United States or
had immigrated with their parents at the age ranging from 0 to 5 years old.

Description of the Project Process
The culture and conflict curriculum was developed by first looking into
the theology of conflict. It is good to know the different skill sets to approach
conflict; however, when the foundation of the philosophical approach to the
8

conflict is biblically based, the facilitator does not need to control the setting but
be the facilitator for the Holy Spirit to work on people’s heart and expect that God
is in control regardless of how conflict may result.
Although there are many biblical passages on how to deal with conflict, I
have chosen what I call the upside-down kingdom approach to the conflict. My
premise is that Christians have an obligation to approach conflict as Jesus
addressed many of the issues mentioned in the gospel. Jesus addressed issues
differently than how the world would address issues. Jesus regularly approached
different issues from an upside-down kingdom perspective where losing is
winning, giving is rewarding and dying is living. Therefore, I will also use the
concept of an upside-down kingdom approach in dealing with conflict. Instead of
possessing power and control of the conflict, people ought to “reject every
advantage as a disadvantage” (p. 189) as Choi indicates (cited in Bell, 2014).
Second, it is important to know the history of Asian-Americans in the
United States and know the cultural differences between the East and the West. A
closer look will be taken of the different worldviews and the philosophical aspect
of the cultural differences. The readers will also be able to identify AsianAmerican challenges in regards to communication and the different expectation of
work ethics and priorities between first generation Asians and second generation
Asian-Americans.
Finally, Chapter 4 will address the development of five conflict
transformation workshops which: (a) review the theology of conflict
transformation, (b) help deepen the cultural awareness by taking a cultural
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intelligence assessment and a presentation of how one can be sensitive to the
differences between the Eastern and Western culture, (c) identify the levels of
conflict based on Speed Leas, (d) take assessments on the Thomas-Kilmann
Conflict Mode Instrument and Myers-Briggs Type Indicator, and (e) to find
insight of how to address conflict by being exposed to the managing-conflict
cycle and to negotiation skills.
Originally, I intended to include all the Asian/Pacific pastors of SECC.
However, upon planning for a retreat, Elder Furness who is the ministry director
of the conference and I concluded that this retreat would also be beneficial to
pastors outside of Asian/Pacific Ministries. Due to having more than 200 pastors,
the need was felt to limit the number of participants to the young pastor from the
ages of 22 to 40 years old who were yet to be ordained. Most of these pastors
were associate pastors working with the younger generations, which tend to be
more cross-cultural. These pastors were also the people who most likely were
filling the “gaps” or filling the role of a “bridge” between the older generation and
the younger generation. Because these pre-ordained pastors deal with crosscultural issues and tension between the old and younger generation, it was
decided to have a first three-day young pre-ordained pastor’s retreat with the
theme of culture and conflict at Pine Springs Ranch Retreat Center in 2017.
Initial Results
The invitation to participate in the first “Culture and Conflict Pre-ordained
Pastor’s Retreat” was extended to 34 pastors; however, two pastors were unable
to make it. The participants arrived at the retreat center on Monday morning to
10

attend the program with two sessions covering the theology of conflict and a
cultural awareness presentation. In the evening, officers of the conference had a
Q&A session with the participating pastors in regards to the issue of conflict and
other areas of ministry.
The second day began in the morning with two presentations that dealt
with levels of conflict and how to address the conflict in each level. In the
afternoon, I partnered with Rochelle Webster who had attended a conference on
conflict resolution based on Thomas-Kilmann Conflict Mode Instrument and
Myers-Briggs Type Indicator. She made a presentation on how people can
respond to conflict and the role of facilitators with different types of people and
their tendencies. In the evening, Dr. Sandra Roberts gave a special presentation
for the associate pastors titled, “Leading From the Second Chair” of how
associate pastors can help ease the possible tension between the senior pastor and
the associate pastor and have a thriving team ministry.
On the last day, a presentation on the conflict cycle and negotiation was
presented. At the end of the presentation, an assessment was given to all the
participants to measure what they had learned and how much difference they felt
they had learned after the final presentations on culture and conflict compared to
what they knew before the retreat.
Summary
This project sought to develop an awareness of cultural differences
between the Eastern culture and the Western culture and provide resources to
acquire skill sets needed to address conflict. By filling different assessments, the
11

participants became aware of their level of cultural sensitivity as well as their
individual approaches to conflict and were prepared to address the different
approaches to conflicts.
This project does not seek to be the comprehensive curriculum of all the
theories and practices of conflict transformation. Due to limitation as the first
retreat to prepare the young pre-ordained pastors, this project is the first step of
equipping pastors to deal with culture and conflict.
In summary, Chapter 1 discusses the need for awareness of culture and
conflict. Chapter 2 addresses the theological foundation of approaching conflict.
Chapter 3 looks at the relevant literature to learn the theories and practices of
conflict. Chapter 4 outlines the workshop for the young pre-ordained pastor’s
retreat on culture and conflict. Chapter 5 presents the outcome of the project as
well as the evaluation and recommendation for further research in the areas of
culture and conflict.
The purpose of this project is to bring awareness of cultural differences
and equip the pastors to have skill sets to address conflict so that there will be a
positive transformation in their churches. The result of this study will be
presented to the SECC and will enable the conference to plan future workshops
for the pastors.
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CHAPTER 2
A THEOLOGY OF CONFLICT TRANSFORMATION
Introduction
Church conflict can be seen as ironic. The church desires to be healthy and to be
mission-driven. The church emphasizes unity among its believers. However, the reality is
that there are conflicts within the church. The church is in conflict because church
members are human and sinful, do not like change, and have differences in opinions,
methodology or conviction among themselves. The church also may be in conflict due to
a misunderstanding of the use of power and control. With the best of intention to do the
right thing, one’s use of power and control may be perceived as a threat to other parties.
With these variables that cause conflicts, how can the church go about addressing conflict
in a way that will ultimately glorify God? How can the church go about dealing with
conflict as a transformational opportunity to be more like Jesus?
Although a theology of conflict involves forgiveness, one needs to understand that
forgiveness is not the same as reconciliation. Hunt (2013) writes, “Forgiveness focuses
on the offense, whereas reconciliation focuses on the relationship. Forgiveness requires
no relationship while reconciliation requires nurturing a relation—a time of coming
together in which two people in general, are walking together toward the same goal” (p.
18). With this understanding, one also has to accept the fact that not all conflict can be
resolved quickly. Only a small amount of conflict resolves quickly.
13

Perhaps one must determine the correct understanding of differences between
conflict resolution, conflict management, or conflict transformation. The term “conflict
resolution” has unintentionally acquired the connotation of what Lederach (1995)
described as “a bias toward ending a given crisis or, at least, its outward expression,
without being sufficiently concerned with the deeper structural, cultural, and long-term
relational aspects of conflict” (p. 201). Thus, this paper will shy away from the use of the
term conflict resolution.
Conflict management is another term that is widely used when acknowledging
that there cannot always be a resolution. Resolution is only possible when the goal is to
manage the conflict with the implication of mediation. A Christian’s approach to conflict
needs to go beyond managing conflict, although at the time, that is necessary. Conflict
management and mediation implies finding the middle ground where two or more parties
compromise their differences. Conflict is an opportunity to glorify God; therefore, a
Christians approach to conflict needs to be more than just conflict management.
Conflict changes relationships and communication patterns. It also alters the image of
self as well as the group. The term conflict transformation addresses conflict as an
opportunity to explore its root causes, and it empowers the parties to a higher degree of
understanding of each other’s issues, actions, and emotional state. However, conflict can
be seen as having two dimensions. The Chinese language helps to illustrate this.
According to Johnson (2015), “Ancient Chinese pictographs are silent witnesses, like
fingerprints of historical events reported in Genesis.” Therefore, it is interesting to see
that the Chinese word for “crisis or conflict” is 危機. This is a combination of two words,
危 which means “danger” and 機 which means “opportunity.” Many already identify
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conflict as dangerous, but according to the wisdom of Chinese language, it is also an
opportunity to be positively transformative. Therefore, with possible danger, there is an
opportunity for positive transformation. Choi (as cited in Bell, 2014) understands that the
worldly experiences or negative situations in this world can be the opportunity to be
transformed by the Holy Spirit into something positive. He writes,
For Paul, the word “world” did not denote a locality, like some godless nation or
habitation outside the church. Rather, it denoted the sinful principles active in
untransformed people that caused them to turn away from God and to turn against
each other. Therefore, to escape the world, one must undergo a transformation of
character by the power of the Holy Spirit rather than simply change location. To
make this type of spiritual transition, one must first experience death, which refers to
the experience of being offended by the gospel—humiliated before God and
humans—until there is no hope left, except Christ. The calling of the Christian leader,
then, is to help people make this painful transition from death to life, from sinful
rebellion to a life of obedience, so that they can experience the resurrection in the
present. (p. 190)
The key passage to justify the choice of the term “conflict transformation” over
other terms is found in Romans 12:2 (NIV, used throughout unless otherwise noted), “Do
not conform to the pattern of this world, but be transformed by the renewing of your
mind. Then you will be able to test and approve what God’s will is—his good,
pleasing and perfect will.” Just as this passage contrasts between the pattern of the world
and the transformative power of God, Christian conflict transformation seeks to transform
the experience of conflict from the inside out. Conflict is an opportunity to examine a
situation. It is also an occasion to listen to the needs of the “other” and to understand our
own needs more clearly in order to transform the conflict into an opportunity for growth
and to glorify God.
Conflict transformation needs to start from the view of God’s heart. From the
Christian perspective, without understanding God’s view on the approach to the conflict,
people will merely follow the theories of conflict management. There are so many
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theories that can be applied depending on different times and situations. However, a
better understanding of biblical principles that inform people regarding the nature of
human conflicts and the approach to conflict by the church can transcend situational,
generational, and cultural differences. Although Bell (2014) was addressing the subject of
biblical theology on leadership, I believe the principles he underlines can also be applied
to conflict found in churches. He states,
biblical theology provides a source for theological thinking that potentially transcends
culture. . .. Applying a biblical theology to leadership understanding offers the
opportunity for persons of faith to extricate themselves from the dominance of time
and culture as they approach their vocation because it draws them beyond the barriers
of their own experience. (p. 378)
Christians, knowing that God is in control, do not have to face conflict as a crisis
that seems to be overwhelming. Conflict, though uncomfortable and risky, presents the
opportunity to change, to grow, and ultimately to glorify God. Therefore, Christians can
conclude that conflict or crisis in the church, whether it is interpersonal, intraorganization, or inter-organization can be transformational. It is important, therefore, for
church leaders to have an accurate theology of conflict transformation. Hunsinger and
Latini (2013) quote Bishop Rich Foss, “Whether conflicting approaches to mission and
ministry lead to creativity and growth or polarized stand-offs is largely a matter of how
the key leaders are able to respond to the situation” (p. xvi).
Theology of Conflict
A theology on conflict is discerning of how God may think and act in a given
situation. In turn, church members also can choose to think and act to ultimately to
glorify God in everything that they do. As Shawchuck (1983) asserts, “The theology you
hold about conflict (your assumptions regarding how God thinks and acts in the midst of
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conflict) influences the way you will think and act when confronted by a conflict
situation” (p. 8).
The theology of conflict transformation has several key concepts that will set the
foundation of how Christians may approach conflict within the church. The conflict
transformational approaches found in the Scripture include: (a) the Upside-down
Kingdom approach, which is God’s position on power and servanthood through the eyes
of Jesus and Paul, (b) the recognition that reconciliation is a gift from God,
(c) approaching conflict in a way that can serve to glorify God.
Biblical Approach to Church Conflict
James 4:1-2 reveals the source of conflict, “What causes fights and
quarrels among you? Don’t they come from your desires that battle within you? You
desire but do not have, so you kill. You covet but you cannot get what you want, so you
quarrel and fight. You do not have because you do not ask God.” The pronoun “you” is
used ten times in this passage, which implies that conflict is caused by self-centeredness.
One can see conflict in biblical characters such as: Cain and Abel (Gen 4:1-16), Abram
and Lot (Gen 13:8-18), Jacob and Esau (Gen 25-27; 32-33), Jacob and Laban (Gen 2931), Saul and David (1 Sam 18-31), Mary and Martha (Luke 10:38-42), Jesus’ disciples
(Mark 9:33-37; Luke 22:24-27), Paul and Barnabas (Acts 15:36-41), and the Corinthian
believers (1 Cor 1:10-12; 3:2-4; 11:18). The tension was felt by these characters due to
concern for self. However, not all tension leads to conflict. Tension can lead to conflict
when it is not handled appropriately as Sande and Johnson (2011) indicate,
People are different and want different things. That is often the SPARK of conflict.
Differences get worse when sinful selfishness and pride drive our reactions. That is
the GASOLINE of conflict. Destruction results when we fail to respond properly and
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allow our sinful desires to continue driving our words and actions. That is the FIRE of
conflict. (chapter 1, section 4, para. 7)
It is through these sparks, gasoline, and fires in a conflict that otherwise good and
sensible people become so emotional they lose all sense of perspective and throw
themselves into the destructive consequences of conflict.
Again, not all conflict is necessarily destructive. In Hunsinger and Latini (2013)
Jean Baker Miller was quoted,
Conflict, seen in its fullest sense, is not necessarily threatening or destructive. Quite
the contrary. . .. We all grow via conflict. . .. Growth requires engagement with
difference and with people embodying that difference. If differences were more
openly acknowledged, we could allow for, and even encourage, an increasingly
strong expression by each party of his or her experience. This would lead to greater
clarity for self, greater ability to fulfill one’s own needs, and more facility to respond
to others. There would be a chance at individual and mutual satisfaction, growth, and
even joy. (p. xvii)
Furthermore, even though they may involve sparks and heat, conflicts often are
the impetus for change. For example, when Christians were persecuted as a result of
conflict with the culture of the world in the earliest church, it forced the spread of
Christianity to the rest of the world (Acts 8), just as when there was a conflict between
Barnabas and Paul, which enabled the gospel to spread through more ways than one
(Acts 15). Thus, conflicts can lead a church to be re-focused and can facilitate the
renewal of its original purpose and ministries.

The Upside-Down Kingdom Approach to Conflict
In society today, there are approached solutions to conflict with various theories
and methods. As indicated by Coleman, Deutsch, and Marcus (2000), these theories and
methods in approaching conflicts are numerous. These authors indicate, however, that
“none of the theories is adequate to deal by itself with the complexities involved in any
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specific conflict or any type of conflict” (p. 16). Therefore, past, present, and even future
theories of conflict are no guarantees for a healthy resolution.
However, when conflicts are approached the way Jesus and Paul did, there will be
principles that will guide pastors and the church members. The biblical principles for
dealing with conflict will transcend time, culture, and different situations, which will
ultimately glorify God. According to Draybill (1990),
The kingdom of God announced by Jesus was a new order of things that appeared
upside-down in the midst of Palestinian culture in the first century. Moreover, the
kingdom of God in its contemporary expressions has upside-down features today as it
breaks into diverse cultures around the world. (p. 12)
Thus, in passages such as this it says: “So the last will be first, and the first will be last”
(Matt 20:16), “It is more blessed to give than to receive” (Acts 20:35), “To die is to gain”
(Phil 1:21), and “For whoever wants to save their life will lose it, but whoever loses their
life for me will find it” (Matt 16:25). There are many other passages that indicate how the
worldly ways are contrary to God’s ways, all because of the upside-down kingdom
principle.
Again, Draybill (1990) writes, “The kingdom of God is a collectivity—a network
of persons who have yielded their hearts and relationships to the reign of God” (p. 21).
This approach to dealing with conflict starts with the yielding of hearts and the further
developing a relationship with God, which leads to transformation. It all starts with
understanding the love of God. Choi writes, (as cited in Bell, 2014) “Before there can be
a reconciliation, we must first catch the vision of a compassionate God who sacrificed all
to win our hearts” (p. 192). This view of God forces a person to put aside their
differences and hostility toward each other and imitate God who is willing to lose in
order to win the hearts of humanity. When one approaches conflict with the Upside19

Down Kingdom principle, one will see a different approach to power and control in
adverse situations. There are numerous dimensions to the Upside-Down Kingdom
approach and substantial scriptural support, which will be discussed below.
Power and Control
Power and control is one of the major issues in conflicts. Coleman, Deutsch, and
Marcus (2000) observe that
Most conflicts directly or indirectly concern power, either as leverage for achieving
one’s goals, as a means of seeking or maintaining the balance or imbalance of power
in a relationship or as a symbolic expression of one’s identity. Scholars propose that
the “deep structure” of most conflicts is dictated by pre-existing power relations.
(p. 108)
A common approach in dealing with conflict in today’s society is for the parties in
conflict to position themselves to gain more power to control, which is one of the primary
reason for conflicts.
Christ’s method is contrary to these common methods of the world and offers the
Upside-down Kingdom principle of redefining power in a way quite different from how
the world defines it. People want to be in higher positions, have a stronger influence and
possess more resources to lead, and to be in a better position. On the contrary, Paul, in
2 Corinthians 12:9-10, emphasized his weakness as the ultimate power,
My grace is sufficient for you, for my power is made perfect in weakness. Therefore,
I will boast all the more gladly about my weaknesses so that Christ’s power may rest
on me. That is why, for Christ’s sake, I delight in weaknesses, in insults, in
hardships, in persecutions, in difficulties. For when I am weak, then I am strong.
For Paul, weakness is not something for which he needs to feel ashamed. Rather,
it is an opportunity for God to exercise His power through Paul’s weakness. For Paul,
power is not something that he strives to possess to control others by force. Paul
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understands that ultimate power belongs to God and through his weakness such power is
used to influence others for the Kingdom of God.
As indicated in 2 Corinthians 7, Paul was depressed, heart-broken, and betrayed
by the church of Corinth. He had invested approximately eighteen months of his life into
the church and had visions of expanding the kingdom of God with the everlasting gospel.
However, through false teachings, the church had betrayed Paul’s guidance. Instead of
trying to control this conflict with his authority as an apostle, Paul showed the way to
reveal Christ’s strength through his weakness.
Also, there is a transformation of Paul’s view of himself. Galatians 2:6 provides a
hint of his pride as he mentions the correctness of his message, in contrast, to the leaders
from Jerusalem. Six years later in 1 Corinthians 15:9, he describes himself as the “least of
the apostles.” Five years after his letter to Corinth, which is approximately twenty-five
years after he became a Christian, Paul states, “I am less than the least of all the Lord’s
people” (Eph 3:8). Finally, two years before his death and approximately thirty years
after becoming a Christian, he described himself as the worst or chief of all sinners (1
Tim 1:15). Thus, through maturity in Christ, Paul, who was a man of pride and one who
sought after power, eventually became a man of humility. To Paul, the gospel is more
than a message of salvation. It is the truth that transformed every area of his life. Thus, he
was able to state, “But what things were gain to me, those I counted loss for Christ.” Choi
(as cited in Bell, 2014) emphasizes that the word “gain” means “advantage” and “loss”
means “disadvantage.” In other words, “Paul rejected every advantage as a disadvantage”
(p. 189).
When one truly believes God is in control and in humility can reject every
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advantage as a disadvantage for the sake of the gospel, then the intensity of conflict in
churches will most likely de-escalate. De-escalation of conflict is the result of giving up
personal “gains and advantages,” which is power and control, and taking on the “loss and
disadvantage” because of one’s humility and trust in God. When one is full of trust in
God and lets go of the power and control, one finds the freedom to address conflict with
effectiveness. Halverstadt (1991) agrees with this paradox when he states,
We learn from him that our power consists in knowing we cannot control our
circumstances but we can make choices in response to them. This is a paradox. When
one uses power to control reality, one loses touch with the finiteness of one's reality.
When one accepts one's inability to control reality, one discovers the choices one can
make in responding to one's circumstances. Parties to conflicts who know their limits
can exercise power assertively. . .. Rather than forcing people to repent or change
God chooses to invite them to hear and believe. Rather than overpowering them with
spectacular miracles, God chooses to join and endure with them their limitations.
Christian parties to conflicts are called to accept the same kind of vulnerability.
(p. 26)
Accepting this “vulnerability” to rely on God is once again lived out by Jesus as
indicated in Philippians 2. Paul encouraged the congregation of Philippi to get along with
each other by asking them to have the same mind as Jesus (2:2-4). It is important to see
that there is only one main verb in these verses while other verbs are secondary. This
indicates a command, to be like-minded, and the rest of the verses instruct how to be oneminded, as noted by Runge (2011). In other words, the “same mind” among the
congregation in Philippi is to have: same love, unity in spirit, nothing done from
selfishness or conceit, others considered more important than one’s self, and to look at
the interest of others more than one’s interest.
Paul emphasizes that unity and harmony would only be possible if they set aside
self-seeking and regard others as more important than themselves. It is difficult to place
other’s interest before one’s own, especially in a time of conflict, for obvious reasons.
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People are selfish by nature and feel that one’s needs must be addressed before the needs
of others. However, in Philippians 2:3 “μηδὲν κατʼ ἐριθείαν μηδὲ κατὰ κένοδοξίαν” can
be translated, “nothing according to selfish ambition” and has the double negative
“nothing” (μηδέν … μηδέ …). The omission of a verb in verse emphasizes the
absoluteness that needs to be practiced by Christian lives at all times; which is to consider
others more than self. As for the rest of verse 3, “ἀλλὰ τῇ ταπεινοφροσύνῃ ἀλλήλους
ἡγούμενοι ὑπερέχοντας ἑαυτῶν.” O’Brien (1991) states that in the “sharp contrast (ἀλλά)
to that spirit which is destructive of true community life Paul urges his readers: ‘in
humility regard one another as more important than yourselves’” (p. 180).
It is interesting to see that in regards to verse 4, O’Brien states, “In the words that
immediately follow, ἀλλὰ καὶ τὰ ἑτέρων ἕκαστοι (lit. ‘But each of you [should look] also
to the things of others’), the contrast is softened by the meaning of καί. Paul does not
prohibit any interest in one’s own affairs. It is the selfish preoccupation with them
(Corinthians in conflict) that he condemns.”
Rights and Privileges
Paul shows what Philippians 2:3-4 looks like in the life of Jesus in 2:5-11.
3

Do nothing out of selfish ambition or vain conceit. Rather, in humility value others
above yourselves, 4 not looking to your own interests but each of you to the interests
of the others.
5 In

your relationships with one another, have the same mindset as Christ Jesus:

6

Who, being in very nature God,
did not consider equality with God something to be used to his own advantage;
7 rather, he made himself nothing
by taking the very nature of a servant,
being made in human likeness.
8 And being found in appearance as a man,
he humbled himself
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by becoming obedient to death—
even death on a cross!
9 Therefore

God exalted him to the highest place
and gave him the name that is above every name,
10 that at the name of Jesus every knee should bow,
in heaven and on earth and under the earth,
11 and every tongue acknowledge that Jesus Christ is Lord,
to the glory of God the Father.
In these passages, Jesus, instead of holding onto his “rights and privileges,” which
can be the reason for conflict in the church, has “emptied himself of his rights and
privileges” and “humbled himself.” What then is the connection and distinction between
emptying oneself and humbling oneself in conflict? Some people may “empty” their
desires and positions on issues and disconnect themselves from conflict. However,
humbling is more than “emptying” of one’s desire or position. As for the difference
between “emptied himself” and “humbled himself” in verse 8, Greenlee (2008) states,
‘He humbled himself’ implies a further level of humiliation after emptying himself; it
is not the same as ἐκένωσεν ‘he emptied’: after emptying himself to become man, he
then humbled himself. It is something Christ did after coming to earth. It refers to his
entire earthly life, but in particular to the climax of his humiliation on the cross. This
humbling is far more profound than even his emptying himself to become man. It is
not the climax, for the humiliation of his descent from heaven to become man is far
greater than his descent in human state to the cross. . .. ‘He humbled himself’ is
included in ‘he emptied himself’, the latter being more comprehensive: he emptied
himself, which includes humbling himself to death. (p. 103)
Here we have God who expresses himself fully in self-sacrifice. Although the
cross is perceived as weak and powerless, it has ultimately become the most powerful
symbol of humanity. It is through the cross that humanity has hope and can be
transformed.
For Jesus to ultimately empty himself of his rights and privileges by humbling
himself to the point of death was for the sake of others. If human beings are to follow the
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example of Jesus, should this not be their attitude toward others? Conflict arises when a
person or group of people insist on the “rights” over other person’s “rights.”
One can see the mutual submission between the Trinity instead of one’s rights:
Jesus submits to the Father’s will (John 5:30); the Spirit lifts up the Son by testifying
Jesus (John 15:26); the Father exalts Jesus (Phil 2:9-11); Jesus elevates the Spirit (Matt
12:33), and the Son subjects Himself to the Father (1 Cor 15:28). Again and again, one
can see as indicated in Philippians 2:5-11 that the Godhead was willing to give up their
“rights and privileges” for mutual submission. Thus, Nixon (2015) writes on his blog, “In
order for the mutual submission of the Godhead to function, each member must give up
their rights, their personal prerogatives, so that harmony, unity and community can exist
among them.”
Since the Trinity submits to each other to lift one another up, church members in
conflict need to stop claiming their own “rights” but lift up others. Following the example
of the Trinity, the church in conflict needs to accept the mutual submission to one another
for the betterment of the Kingdom of God. We live in a society that prioritizes individual
rights above many things. First Corinthians 8:9, 12 indicates, “Be careful, however, that
the exercise of your rights does not become a stumbling block to the weak. . .. When you
sin against them in this way and wound their weak conscience, you sin against Christ.”
This is a strong statement because personal rights do not justify being stumbling blocks to
other people. Nixon (2015) continues, “The harmony and well-being of the community is
the higher good, not my personal rights and freedom, even if those personal rights are not
in and of themselves a sin.” Again, Nixon (2015) powerfully states, “Among humans,
being right is not righteous, it is only judgmental.”
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In society, individual rights trump all things. In the context of conflict, it is
important to understand that claiming one’s right and knowing the right thing to do does
not necessarily bring peace. In fact, Jesus did not pray for his followers to be able to
defend their rights. He prayed for them to get along with one another. Jesus knew that
unresolved conflict and broken relations would not expand the Kingdom of God.
Perhaps being wronged for the sake of unity and peace is what people ought to
strive for as 1 Corinthians 6:7 indicates, “The very fact that you have lawsuits among you
means you have been completely defeated already. Why not rather be wronged? Why not
rather be cheated?” Paul is not stating that one should never go to court. Paul is appealing
to the congregation at Corinth not to prioritize being right above honoring God. Again
this passage reflects the theme in Phil 2 of turning the issue upside down regarding the
rights and privileges of self with the theology of the cross (1 Cor 1:18-31) and the mind
of Jesus (2:16-3:4), which is the giving up of one’s own rights and privileges for the sake
of the Kingdom of God.
Whether the conflict centers on damage to one’s reputation or differences of
vision between persons or parties, when the perception of wrongness is evident, people
tend to feel that it must be made right. If the perception is that the other party is at fault,
one normally feels that the other party needs to be humbled and made to ask for pardon.
To this mindset, in 1 Corinthians 6:7, Paul used two rhetorical phrases of “why not
rather,” which is emphatic in Greek, to make a strong appeal. In fact, Trail (2008, p. 230)
states that Paul used the rhetorical questions to mean these as commands. Ellingworth,
Hatton, and Ellingworth (1995) translate the second half of verse 7 as, “It would be better
for you to let other people wrong you. And it would be better for you to let other people
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take from you what is yours” (p. 120). This is to imply that it is far better to honor God
by losing over a conflict with another person instead of winning the conflict at all cost.
Sande (2004) emphasizes that what is legally right does not mean that it is
biblically supported. He quotes the Supreme Court Justice Antonin Scalia on the danger
of prioritizing the rights of a person in the name of justice.
What is lawful is not always right. Confusing the two concepts is particularly easy for
the English-speaking because we use the word “right” to refer both to legality and to
moral appropriateness. … We say “I have a right to plead the Fifth Amendment and
refuse to answer questions about possible criminal activity”— even when the
consequences of exercising that “right” may cause an innocent person to be
convicted. Exercising such a “right” is certainly wrong. (chapter 4, section 5, para. 3)
The Bible has many examples of giving up one’s rights and accepting the losses
or consequences to show mercy and compassion to others. Examples of this include
Abraham giving Lot the first choice of land, Joseph giving up the opportunity for justice
with his brothers, Paul giving up his right to be financially supported by the churches,
and Jesus not using his power to serve justice to those who were against him. One can
find that giving up rights may be necessary for the sake of the kingdom of God. Thus,
perhaps it is better for sin to win than for love to die.
So, the next natural question is, How can one know when is appropriate to give up
his or her rights? Paul provides insights in 1 Corinthians 10:31-33, “So whether you eat
or drink or whatever you do, do it all for the glory of God. Do not cause anyone to
stumble, whether Jews, Greeks or the church of God—even as I try to please everyone in
every way. For I am not seeking my good but the good of many, so that they may be
saved.” One gives up his or her rights by looking at the bigger picture of God’s Kingdom
and knows that there is a potential of becoming a stumbling block to others when one
claims his or her rights.
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Another perspective to consider when talking about the rights of a person is that
rights are not something a person has earned or for that person’s personal benefit. As
Sande (2004) indicates, the rights of a person are the “privileges given to you by God,
and he wants you to use them for his glory and to benefit others, especially by helping
them know Christ” (chapter 4, section 5, para. 11). He further states,
By exercising or laying down their rights with God’s kingdom in mind, all of these
people drew attention to the goodness and power of God, brought him praise,
expanded the ultimate outreach of the gospel, and sought the good of others. This
should be our goal as well. In many cases, it would be preferable for us to give up
rights in order to prevent unnecessary conflict that would detract from our daily
purpose to serve Christ and to spread the gospel. (chapter 4, section 5, para. 15)
In John 13, when there was a conflict among the disciples of power and control by
not being willing to serve to wash Jesus’ or each other’s feet, Jesus gave up his right to be
served in order to serve his disciples. The story of the foot washing, Whitacre (1999)
claims, is the “most profound revelation of the heart of God apart from the crucifixion
itself” (p. 334). In this event, Jesus can be seen with all the power that God the Father has
bestowed on him, doing what is least expected by his disciples. Instead of elevating
himself or claiming his rights as the most powerful person in the room, he takes off his
outer clothing to wash his disciple’s feet. Jesus was willing to serve without being forced.
Lenski (1961) indicates in his comments on John 13:3, that Jesus had come from God and
that he will return to God, both verbs, ἐξῆλθε (he had come forth) and ὑπάγει (going
away), indicate that this was his personal and voluntary choice, as in Philippians 2:6,7.
Again and again, from the life of Jesus and the teaching of Paul it is by choice that people
are to give up their rights to serve others for the sake of the mission.
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Early Adventist Leaders and Conflict
This principle can also be witnessed in early Adventist leaders. Valentine (2013),
in an unpublished article, addresses the personal sacrifices and submissive spirit of
servant-leader among early Adventists. He analyzes conflicts between the charismatic
leader, E. G. White and several key leaders of the church of her day.
A. G. Daniells, who was the president of the Australian Conference in 1894,
disagreed with the purchase of a location for a new college. Because of his hesitancy in
purchasing the site at Cooranbong, Ellen G. White sent a scolding letter to him. Daniells
felt that the letter was harsh and some of the criticisms were unjustified. This letter
impacted him so much that he could not respond back to her for three months. He
struggled with the need to be submissive and a desire to defend his position. However, he
ultimately submitted and became fully supportive of the proposal to purchase the
property. Valentine writes, “This need to submit even against what seemed to be his
better judgment happened at numerous times during his ministry” (p. 11).
Another conflict between Daniells and White occurred over what was called the
“No-Debt Policy.” Both Daniells and White had an agreement that debt was to be
shunned by the church. However, White felt that the issue of taking on debt could be
ignored at times when it came to the vision and opportunities for church growth whereas
Daniells, who was a General Conference president at that time, felt that good stewardship
and common sense needed to be practiced on the issue of church growth and the issue of
debt.
At the 1899 General Conference session, Professor W. W. Prescott, who was the
director of the British Mission, addressed the issue of the ethical obligations in regards to
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special donations. He knew that Ellen White had called the practice of the General
Conference to occasionally use donations for other than their intended purpose, robbery.
Yet in 1905, when Prescott was serving as vice president of the General Conference and
as editor of the Review he was perplexed by the change of practice of White when she
was willing to send specific funds raised for a new publishing house to be sent to the
work in the southern states. Valentine (2013) writes, “He [Prescott] pointed out that in the
past there had been blessing in submission.” Regarding this same issue, Valentine noted
that W. C. White (Ellen White’s son) reconciled the matter for himself by saying that
“perhaps the Lord knows more about his work than we do.” Valentine further observes
that “the professor went along with the re-assignment even though for him it seemed
inconsistent, even unethical” (p. 14).
How did the leaders of Adventists respond to two sources of authority, the
General Conference presidents and a charismatic prophet, who were at times in conflict
over priorities and the allocation of resources? Valentine (2013) beautifully and
insightfully writes that the presidents of the Adventist church demonstrated the principle
found in Philippians 2. He points to the emptying of their rights to further the expansion
of God’s kingdom within the Adventist church setting by accepting the personal cost,
suffering, and sacrifices. When there were conflicts in the various views between the
General Conference presidents and Ellen White, the presidents did not dwell on their
personal reputations and benefits, but rather took the loss and went with the
recommendations of White in faith that it was God who is in control.
A reasonable question to ask at this point is, What about being fair and
reasonable? Again, that question is derived from self-preservation. One is to remember
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that if fairness and reasonableness are so important, the person ought to remember what it
would have looked like from God’s perspective. According to Thiselton (2000), God
himself surrendered “his right to pronounce a negative verdict on humankind without
transcending justice in costly, generous mercy” (p. 437). The heart of the biblical
principle of conflict transformation is knowing God’s heart toward conflict. It is not to
win for the sake of doing the right thing. Rather, despite loss and giving up one’s rights
and privileges, the person ought to have the same attitude practiced by Jesus and Paul: to
trust in God’s sovereign control of all things and to take whatever loss for the sake of
harmony and unity.
Reconciliation as a Gift
Reconciliation is not a technique one can methodically process to come to a
resolution between two or more conflicting parties. There first needs to be an
acknowledgment of God’s love for oneself before any reconciliation can take place. For
there to be reconciliation between people, God’s involvement needs to be realized from
beginning to end. Leas (2002) writes,
Theologically we say that reconciliation, like grace, is a gift. . .. It cannot be earned or
created by hard work, by following the law, by following behavioral science
principles or by being sincere or prayerful. . .. Thus, our “work” in conflict
management cannot be the creating of reconciliation. That is God’s work. Our aim,
rather, is to help one another to be faithful, to seek to create an environment in which
the possibilities of reconciliation are increased. (pp. 7, 8)
This statement is supported by 2 Timothy 2:24-25, “And the Lord’s servant must
not be quarrelsome, but must be kind to everyone, able to teach, not resentful. Opponents
must be gently instructed, in the hope that God will grant them repentance, leading them
to a knowledge of the truth.” The imperativae of kindness in conflict follows from the
indicative of God’s compassion toward us.
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Sande and Johnson (2011) profoundly state the importance of understanding the
theological implication of the indicative preceding the imperative.
The more we know and live in the gospel and all its implications, the more we will be
transformed into Christlike peacemakers. There is a simple way to say this: “God
saved me by giving his Son to die for me, proving that I am a loved, forgiven,
reconciled child of God. Therefore, I love, I forgive, I reconcile.” I am, therefore I do.
Theologians make use of grammatical terms to summarize this principle. They say,
“The indicative precedes the imperative.” What God has done for me (the indicative)
always comes before what I must do (the imperative). When I understand and
experience what God has done for me, my response moves from “I should do that” to
“I can do that,” and ultimately to “I want to do that.” If I understand how much I have
in Christ, the result is glad obedience. If I really grasp and enjoy all the benefits of the
gospel, the commands are not a heavy list of rules. They are a joy. (chapter 2, section
7, para. 1)
It is important to acknowledge reconciliation as a gift from God, and in
recognition, of that gift, work toward reconciliation in conflict. Therefore, forgiveness
does not have to be an initiative of another party, but can be an initiative toward another
party, just like Jesus, initiative to actively seek after the sinner.
Glorifying God
Is this not the ultimate calling from God to all people? Each person was created to
glorify God. Ironically, one can and should glorify God in the midst of conflict. By
conflict transformation, one not only can facilitate reconciliation between the parties but
also honor and glorify God. The word “glory,” when used to describe God, is the essence
of God. According to Sande and Johnson (2011), the “glory of God” means for one to
bring “attention to, display, and reveal his greatness” (chapter 4, section 3, para. 1).
The benefit of glorying God in the God-centered approach to conflict
transformation is that the person is less dependent on the result. People strived to win or
resolve a conflict because of their thirst for accomplishment. The conflict result is
directly tied to their sense of achievement and accomplishment. Thus, when there is a
32

conflict, people are willing to do anything to make sure the result is to their benefit. Even
with good intentions, desires, and positive results in the conflict, it can expose a person’s
desire to justify the means for the desired result. However, valuing the glory of God
through the process of demonstrating Christ’s example of emptying of one’s self and
lifting up others despite a person’s sacrifice will result in being less dependent on the
result of the conflict as a measuring point of conflict transformation.
Conclusion
Being equipped to deal with conflict using the various theories and practices of
conflict management and resolution is important. However, having an understanding of
the biblical principle of conflict transformation needs to precede the use of theories and
methods of conflict management or resolution. Sande and Johnson (2011) emphasize an
important principle of what mindset one needs to have for positive conflict
transformation. They state, “What God has done for me (the indicative) always comes
before what I must do (the imperative)” (chapter 2, section 7, para. 2). Having the heart
of Jesus and Paul will enable one to exercise the power of God to overcome conflict with
humility and take the loss. As Ciampa and Rosner (2010) write,
Paul calls for believers not just to forgo their rights but willingly to suffer injustice
and abuse rather than take their disputes before pagan courts. Willingness to suffer
injustice and abuse for the cause of Christ is a major theme in Paul’s ethics. He
recommends, “not repaying evil for evil” (1 Thess. 5:15; Rom. 12:17), “not taking
vengeance” (Rom. 12:19), and “not cursing” (Rom. 12:14). The concepts of
“forbearance” (1 Cor. 13:4; 1 Thess. 5:14; Gal. 5:22; 2 Cor. 6:6) and “endurance”
(1 Cor. 4:12; 2 Cor. 11:20; 1 Cor. 13:7; 2 Cor. 6:4; Rom. 12:12) are kindred thoughts.
(p. 235)
Winning a conflict will not be a priority in one’s life when one has the conviction
that God is ultimately in control and is willing to let God take over by relinquishing
control to him and humbling oneself. Conflict, which is inevitable in life, will become an
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opportunity to transform one’s self and to transform the other party to further the
Kingdom of God and ultimately to glorify God.

34

CHAPTER 3

LITERATURE REVIEW
Introduction
This chapter reviews the available, relevant literature for addressing conflict as a
result of Eastern and Western cultural differences. The definition of culture stated by
Livermore (2013a) is as follows:
Most sociologist and anthropologists define culture as the organized set of beliefs,
values, customs and behaviors that separate one group from another or as the Dutch
sociologist Geert Hofstede has said, “Culture is the software of the mind.” That is, it’s
the operating system that invisibly runs your life. (p. 12)
If the culture, as Hofstede, Hofstede, and Minkov (2010) state, is the software of the
mind, it is inevitable that different “operating systems” clash when there too many
operating systems in the same machine.
The first section will address the history of the Asian-American church setting
followed by a section identifying challenges of cultural differences. This chapter will also
look at practical challenges that Asian churches face between the first generation and
later generations, who are more westernized. Then the review will focus on conflict
management theories and styles. Finally, the last section addresses the recommended
solutions for conflict management.
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History of Asian Americans: East vs. West
Although research has been done on the immigrant’s acculturation into American
life, there have been only a few studies done on religion and Asian Americans. According
to Carnes and Yang (2004):
Until recently, there was very little writing on Asian-American religions or their
effects on the boundaries of social life. A widely used anthology of Chinese
American and Japanese American literature by Jeffery Paul Chan and others (Chan et
al. 1991; see comments by Yoo 1996, xiii-xxii) barely mentions religion. The
conceptualization of Asian Americans didn’t include the religious factor. Standard
social science had created a soulless stereotype that is far from the actual lives of
Asian-Americans. (p. 3)
Far fewer studies have been done on the Asian-American Christian
intergenerational conflict. S. E. Kim (2011) states:
There are empirical studies about intergenerational conflict and other factors such as
family relationship, parenting style, acculturation gap, gender, ethnicity, mental
health, problem behaviors (Ahn, 2007; Choi, He and Harachi, 2008; Chung, 2011;
Desai, 2006; Lim, Yeh, Liang, Lau, and McCabe, 2009; Tsai-Chae and Nagata, 2008;
Wong, 2008; Ying and Han, 2007), but there is little empirical research about
intergenerational conflict related to Christian spirituality. (p. 6)
Acknowledging the lack of research on Asians living in America and its
intergeneration differences is important because by understanding the dynamic and
differences of Eastern and Western culture can be one of the first steps in managing
conflict within the Asian-American church. It is helpful to know the importance of
religion in Asian-American lives. Carnes and Yang (2004) write, “That not only do the
majority of Asian-Americans believe religion to be important in their lives but that over
60% identifies themselves as Christians, whereas one-third claims to be Muslims” (p. 2).
Also, Hurh and Kim (cited in S. Kim, 2010) indicate that an estimated 70-80% of Korean
immigrants are affiliated with Korean Christian churches, with roughly 40% converting
after they immigrate. As surprising as it is to have a high percentage of Asian Christians
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immigrating to the US, it is even more surprising to see the high conversion rate after the
immigration to be roughly 40%.
So, what would cause so many Koreans and perhaps other Asians to convert to
Christianity after immigration? A study (Choy, 1979; Hurh & Kim, 1990, as cited in
S. Kim, 2010) states:
The high post-immigration conversion rates are attributable to the role of the church
as the center of community life, contributing to the daily lives of immigrants in the
midst of the pressures of economic survival and sociocultural adjustments set into
motion by the migration process. (p. 23)
When first generation Asians came to America to establish churches, there were
other purposes than to worship God in their own respective languages. Several studies
(E. Hong, 2010; S. Kim, 2010) reveal that those other purposes were to fulfill the need of
fellowship, social service, social status, and culture identification such as an educational
function in which the church taught language, history, and culture to the younger
generation.
While the church became a place to fulfill the various aspects of their needs,
which include spiritual needs, there began a conflict between the generations. As the
Asian churches started to establish themselves in America, the children that had either
immigrated at an early age or those who were born in America had a faster acculturation
than their parents. This dynamic causes intergenerational conflict within a family, which
crosses over to the church. S. E. Kim (2011) supports this observation by indicating that
one of the major attributions to the conflict between two generations of Koreans is the
acculturation gap (p. 3). Tsai-Chae and Nagata (2008), investigating the perceptions of
intergenerational family conflict among 93 Asian-American college students from
immigrant families indicates that acculturation depends on two adjustments. The first is
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behavior, which includes language, music, cultural food, and ethnic affiliation. The
second is psychological, which is affiliated with piety, humility, interdependence, etc. (p.
206). The first and second generations have a different rate of assimilation into the
American language, values, and culture. As a result, Asian-American adolescents with
high acculturation adjustment rates living with low acculturated parents have more
conflict than those with high acculturated parents.
Perhaps it is noteworthy to differentiate between the “1.5 generation” AsianAmericans and those of the second generation. According to the various studies (Carnes
& Yang, 2004; S. E. Kim, 2011), there are three major categories of Asian generations.
First generation refers to are those who have immigrated mid or post-high school grades.
The 1.5 generation refers to those who immigrated with their parents at a younger age,
ranging from 6 to 15 years old. Second generation refers to those who were either born in
the United States or had immigrated with their parents at the age ranging from 0 to 5
years old. Although there are third and fourth generation Asian-Americans, this paper
will mainly deal with conflicts between the first and second generations while from time
to time specific situations will be addressed about the 1.5 generation.
Coleman et al. (2006) state, “To understand human behavior it is important to
understand the multicultural context in which that behavior is learned and displayed.
Understanding the multicultural context of sociocultural conflict is therefore important to
defining professional competence in conflict resolution” (p. 661). Gardenwartz and Rowe
(as cited in Bosma, 2007) support Coleman et al. states that “by failing to understand how
culture influences individual needs and preferences, managers often misinterpret
behaviors and are unsuccessful in resolving conflicts” (p. 12). Therefore, it is important
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to understand the tension resulting in the different rates of acculturation between the
generations as well as the fundamental differences of understanding culture, worldview,
and leadership.
Cultural Differences
Lather, Jain, and Shukla (2010) acknowledge that it is the culture that shapes
“humans to identify and define themselves” (p. 132). They quote Naylor (1997) who says
that “all human beings are fundamentally the same, but culture makes them different and
distinguishes them from other groups by creating and developing their ‘own version of
culture’ to meet their needs, desires, and goals” (p. 132). A similar statement is given by
Richardson (as cited in Ray, 2008) who maintains that cultural diversity assumes the
“existence in a community or organization of people from different backgrounds, or race
or ethnicity, or different genders, with different beliefs, and values, with different
expectations and at different stages of life” (p. 24).
Worldview
One of the leaders in diversity training is the industrial psychologist Edwin
Nichols. He has examined the essence of ethnic difference in four broad ethnic groups:
(a) Europeans and European Americans, (b) Africans, African Americans, Latinos, and
Arabs, (c) Asians, Asian Americans, and Polynesians, and (d) Native Americans (see
Figure 1). With these ethnicity groups, he has developed four different philosophical
aspects of cultural differences: (a) axiology (value set), (b) epistemology (ways of
knowing), (c) logic (ways of reasoning), and (d) process.
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Figure 1. The philosophical aspects of cultural differences. Developed by E. Nichols.

The Philosophical Aspects of Cultural Differences
As one can see based on Nichols’ research of different cultural worldviews in
Figure 1, without understanding the differences and why certain cultures do what they do,
conflict is inevitable. At the same time, by having a better understanding of the
differences in various cultural worldviews and being sensitive to the tendencies of a
different culture can help greatly with handling conflict in constructive ways.
Whether the majority of one’s worldview is formed unconsciously as Edward
Hall (as cited in Kimmel, 2000) indicates, or subconsciously as Kraft (as cited in Hong,
2010) states, it is as important to realize that one’s own worldview is not only
taught through intentional language, education, and culture reinforcement but also
unintentionally learned. For instance, those unfamiliar with Nichols’ philosophical
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aspects of cultural differences may be interested to know that the Korean educational
television channel called “EBS” (Educational Broadcasting Station) featured a
documentary study on comparisons between the East and West.
In the documentary, Westerners and Easterners observe pictures in completely
different ways as indicated in Figure 2. Denis Park, a psychology professor at Illinois
University, explains that there is an area of the brain that is associated primarily with a
perception which interprets pictures in forms, shapes, and curves. The Asian’s perception
of a picture is different from Westerners. The Asian brain sees a picture as a whole, but
the area of the brain that pays attention to individual objects is not activated as much.
When Americans see the same picture, their brain focuses on individual objects and the
part of the brain that understands individual objects is activated more. Eastern people
look at a picture as a whole, but Westerners look at the picture’s contents as independent
and separate parts as indicated in the graph.

Figure 2. Differences in observing a picture between an Asian (above) and an American.
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Westerners, when seeing an object will instinctively analyze it. The etymological
meaning of analysis is to separate it or make it distinct from its surroundings. According
to the documentary, for Westerners, the golden ratio is identifiable because they believe
that the beauty of an object or person is derived from its parts being proportional to each
other. Therefore, they look at the world as a collection of independent individual parts
and objects. In other words, the collection of objects is made up of individual objects.
In comparison, Asians see the universe as interconnected. Whether it is a person,
an object, or even a concept, it is all interconnected. According to the documentary,
Asians look at the world through verbs which emphasize relationships with an object’s
surroundings. This observation is supported by Oak and Martin (2000) as well as by
Livermore (2013a) who note that Americans sees themselves as individuals before seeing
themselves as a group, whereas Koreans see themselves as a member of a group before
identifying themselves as an individual. In agreement with Park, Oak, and Martin state,
“Thus, an American might define a group as made up of individuals, but a Korean would
define individuals as people belonging to specific groups” (p. 30).
Park (2009) contrasts the two worldviews by associating the Western view of self
with the phrase “I think therefore I am,” and the Eastern view as, “The parents are,
therefore I am” (p. 5). However, the Eastern view of self is not limited to the parents but
also extends to his or her associated group, whether that is a parent, family, church, and
nation. Coming from a different perspective, Shin (2007) agrees with Park by stating,
“Westerners typically view the self as independent whereas East Asians typically view
the self as interdependent with others” (p. 28).
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In summary, according to Kraft (as cited in Hong, 2010), worldviews are more
than just ideas, feelings, and values that one is convicted of. Hiebert (as cited in Hong,
2010) defines worldview as “worlds that are inhabited.” Kraft states that the “people’s
worldview provides them with a lens, model or map in terms of which reality is perceived
and interpreted” (p. 114). Hong (2010) identifies three main elements of the Korean
culture that shape their “worldview”: (a) shame, (b) performance (graceless, performance
oriented, and shame oriented), and (c) hierarchy. However, these three elements are not
limited to just Koreans but extended to many Asian cultures as well. In comparison, the
American culture emphasizes grace, encouragement, and equality. Such differences in
worldview affect conflict in leadership in Asian churches.
Cultural Value Dimensions
Another way to compare cultures is the dimension of cultural values. Hofstede is
a Dutch social psychologist who did a pioneering study of cultures across several modern
nations. Hofstede et al. (2010) identify six dimensions of national cultural values across
the worldwide subsidiaries of a multinational corporation:
1. Power distance, which is defined as “the extent to which the less powerful
members of organizations within a country expect and accept that power is distributed
unequally” (chapter 3, section 3, para. 5).
2. Individualism vs. collectivism, which refers to differences between an “I” and
“we” orientation.
3. Uncertainty avoidance, which is defined as society’s tolerance for ambiguity.
A high uncertainty avoidance index will have more strict guidelines, rules, and
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regulations. Whereas a lower uncertain avoidance index will tolerate the differences in
thoughts and ideas.
4. Masculinity vs. femininity, which is identified as “male achievement
reinforces masculine assertiveness and competition; female care reinforces feminine
nurturance and concern for relationships and for the living environment” (chapter 5,
section 2, para. 5).
5. Long-term orientation vs. short-term orientation, which refers to differences
how cultures value tradition with a long-term perspective vs. adaptation and short-term
gains.
6. Indulgence vs. restraint, which is a measure of happiness. Indulgence stands
for a “society that allows relatively free gratification of basic and natural human desires
related to enjoying life and having fun,” whereas restraint stands for “a society that
suppresses gratification of needs and regulates it by means of strict social norms.”
Another way to compare of cultural values was developed by Livermore (2013a):
(a) Identify—Individualist vs. Collectivist, (b) Authority—Low vs. High Power Distance,
(c) Risk—Low vs. High Uncertainty Avoidance, (d) Achievement—Cooperative vs.
Competitive, (e) Time—Punctuality vs. Relationships, (f) Communication—Direct vs.
Indirect, and (g) Lifestyle—Being vs. Doing. The definition of each of these dimensions
is included in Appendix A.
Another well-known cultural dimension scheme was researched by Meyer (2014).
Instead of focusing merely on dimensions, she uses an eight-scale model to show a
spectrum of relative strength in eight cultural dimensions. Those eight scales are: (a)
communication: low-context vs. high-context, (b) evaluating: direct negative feedback vs.
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indirect negative feedback, (c) persuading: principles-first vs. application-first, (d)
leading: egalitarian vs. hierarchical, (e) deciding: consensual vs. top-down, (f) trusting:
task-based vs. relationship-based, (g) disagreeing: confrontational vs. avoids
confrontation, and (h) scheduling: linear-time vs. flexible-time.
These models of cultural values from Hofstede et al., Livermore, and Meyer offer
both similar and different dimensions from each other so that readers may decode the
cultural differences.
In addition to the dimensions of cultural values, an understanding of cultural
clusters would be helpful. However, due to the limitation of this paper, the cultural
cluster will be limited to what Livermore identified as Anglo and Confucian Asia. Anglo
would include countries such as Australia, Canada, Ireland, New Zealand, UK, US, etc.
Whereas Confucian Asia would include countries such as China, South Korea, Japan,
Singapore, and Taiwan.
Confucianism and Christianity
Tsai-Chae and Nagata (2008) claim that Eastern Asians, specifically Korean and
Chinese, emphasize the hierarchical and patriarchal family structure (p. 207). It is
expected of the children to be obedient to their parents, and they are to fulfill obligations
of filial piety without disrespecting them. This leadership and followership structure is
not only evident in the family structure but also in church and society.
As indicated above, Americans are more individual-oriented compared to Asians
who are more group-oriented. This difference is a result of Americans being influenced
by Judeo-Christian traditions, whereas Confucius influences Asians. According to Oak
and Martin (2000), American thoughts and behavior are impacted the most by the Judeo45

Christian tradition, which eventually became the Christian religious tradition (p. 15).
There are a few ideas that have impacted today’s American thinking and behaviors, such
as the Ten Commandments, the Golden Rule, and the Bill of Rights, which emphasizes
an individualistic, pluralistic, and heterogeneous society.
Even though Oak and Martin state that Confucianism has influenced Korean
culture by its social patterns and expectations of behavior, it has also impacted many
Asians outside of Korea. According to the Choson Korea’s website, “The elements of
Confucianism are present in the societies of China, Japan, Korean, Vietnam, and several
other countries today.”
According to Livermore (2013b), the integral part of the Confucian way of
thinking and behaving are called “li” in Chinese and “yea” in Korean. It means “to
arrange in order.” Livermore simply describes li or yea as
a means of expressing empathy and respect to one another—particularly within the
family. Confucius’ ultimate concern was to cultivate benevolence and human
kindness, which is the essence of a related Confucian priority: “ren”. Ren is the inner
harmony and peace-of-mind you experience when you’ve followed the order of li. It’s
a state of being, similar to what we often describe as being in a Zen state. Ren
explains why li is so important. It’s about fostering peace and harmony, so ren is the
heart of relationships in Confucian Asian. (chapter 7, section 1, para. 4).
Based on these two philosophical tenants of Confucianism, there are five primary
relationships which dictate how a person ought to relate to another individual, group, or
government. They are the relationship between (a) a king to subject, b) father to son,
(c) husband to wife, (d) elder brother to younger brother, and (e) elder friend to junior
friend. How one is to respond to another individual will be determined by which role the
person is in in a relationship. For instance, the father is to provide for his son, and in
return, the son is to respond with filial piety and respect. The older brother is to take care
of the younger brother like a father, and the younger brother is supposed to respond to
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him with humility and gratitude. In the Eastern culture, one will see the older or paternal
role expected to practice benevolent care while a young individual should remain loyal to
the older or paternal individual.
Many Asian lives are influenced by these tenants of Confucianism, which has
guided family and society into authoritarian relationships. S. E. Kim (2011) states that
although Confucianism is not a religion, it has become a lifestyle of Koreans. However, it
is important to remember that the influence of Confucianism is not limited to the culture
of Koreans but to many of the cultures of Asians. This way of life has been around for so
long that, when Christianity entered and society slowly started to become Christian,
Confucianism penetrated the Christian lifestyle to the point where S. E. Kim quotes Hurh
(1998) by saying, “Confucian values have become the ‘collective unconscious’ of the
Korean people” (p. 17). So naturally, children are expected to show their respect to
parents and elders through obedience, husbands are to fulfill the active and dominant role
while the wife is to be passive and submissive, and the citizens are to be obedient to the
government or someone of higher rank. This is the reason why Hong (2010) states that
the dominance of first-generation Asian-Americans in church leadership positions is not
necessarily due to their skill sets or experiences, but because of age and title.
Even though there is a leadership structure for Americans which may look similar
to the Asian one, it is more egalitarian. The Asian structure is more stratified and
authoritarian. Oaks and Martin (2000) give a good example:
Americans usually define the relationship according to the behavior of the
individuals, while Koreans usually establish the relationship as a way to determine
behavior. For this reason, Koreans will ask many personal questions of someone they
have just met (such as age, marital status, etc.) as a way of establishing the
relationship. This will determine Koreans’ behavior as well as the language that they
use. Finally, Americans tend to focus on the principle or ideal that may remain
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constant, regardless of the situation. On the other hand, Koreans tend to focus on the
situation and shift the principle or ideals accordingly. (p. 24)
With this in mind, it is not surprising to see second-generation Asian Americans
having different views of leadership compared to first-generation Asians. Hong (2010)
indicates that first-generation Koreans are very corporate and hierarchical in their
structure, whereas second-generation Korean Americans are egalitarian and collectivist.
Lingenfelter (as cited in Hong, 1998) explains:
The “corporate hierarchy” environment combined a very strong emphasis on group
cohesion, identity, and cooperation (high group), with strong hierarchy,
specialization, and customary rules for action (high grid). The “collectivist/
egalitarian” environment, on the other hand, demands concerted corporate action
(high group), but insists that persons are unique and minimizes status differences
among them (low grid). (p. 109)
Although S. E. Kim (2011) agrees with Hong’s assessment of the second
generation being individualistic, adding that they are more pragmatic, he disagrees that
they are collectivist. In fact, Kim believes that collectivists are the first generation instead
of the second. I tend to agree with Kim in that the second generations are more
individualistic and pragmatic whereas the first generations are collectivistic, corporate,
and have the rigid hierarchical system. With these major differences in cultural
worldview and leadership, it only makes sense that the inherent conflict in Asian
churches in America can be seen.
Struggles of Asian Churches
The needs of the second generations are not met in the Asian churches because of
the above differences. Due to the short history of Asians in America, many current
leaders in the Asian churches are the first generations, while the second generations are
either associate pastors or children or youth coordinators. S. Kim’s research (2010)
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identifies three acute tensions between the first and second generation Asian-Americans.
The first tension is due to the different style of administration and of meeting the needs of
the first generation. Second generation leaders often view the first generation church as a
dysfunctional and hypocritical religious institution. This view is a result of the church
being more than a place of worship but a place for the first generation to establish their
identity and self-worth. The second acute tension is the perpetual conflict between the
generations due to styles and philosophies of church leadership, which are influenced by
Confucianism. Finally, because of the first generation’s Confucius mindset of hierarchal
structure, the second generation feels like they are treated as less than equal and that there
is no fairness in church leadership and vision. Hong (2010) agrees with this different
view of leadership but adds other factors that have contributed to church splits or conflict
within Korean churches, which include communication factors, work ethic and priorities,
and worldview.
Since differences in leadership style and worldview have already been discussed,
communication, work ethic, and priority differences between first-generation Asians and
second generation Asian-Americans will be dealt with.
Communication
Communication is more than just words which are expressed. It is not a one-way
but a two-way street with the content needing to be presented by a deliverer and
understood by the recipient. This process has to be alternated to have a healthy and
accurate communication. However, due to different worldview and cultural upbringings,
there are serious communication issues between the two generations within AsianAmerican churches.
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For instance, people may believe that due to language differences between the
first generation, whether Korean, Chinese, Filipino, Indonesian, or any other Asian
language, and the common language of the second generation Asian-American, which is
English, there is conflict. To an extent, it is true that it is difficult to communicate by
having different languages used by two generations. However, the difference of language
is not the major reason why communication is one of the causes of conflict. Hong (2010)
acknowledges that communication in the East is implicit whereas Western
communication is explicit. Livermore (2013b) supports this by stating, “Most people in
this cluster (referring to Confucian Asia such as China, Japan, Singapore, South Korean,
Taiwan, etc.) prefer to speak indirectly with peers, and they avoid confronting conflict
head-on. They pay a great deal of attention to the cues that come from the environment,
more than to actual words spoken” (chapter 1, section 2, para. 6).
Because the first generation senior pastor has the hierarchical mindset that is
authoritarian, when he is asking a younger pastor or the second generation pastor to do
something, he is not asking but is expecting the second generation associate pastor to
understand and comply with his needs. Even if the second generation pastor is not clear
on the senior pastor’s “request,” he is expected to figure out what the senior pastor wants
and do it. Meanwhile, the associate pastor who is more “Western” in communication
style may not understand the need of the senior pastor, so he or she will ask questions for
a clear explanation. At this point, it may not seem like there is conflict, but the cause of
conflict has been sparked because of communication differences. The first generation
pastor has implied a need for an expectation of it getting done. When the associate pastor
keeps on asking for clarification and reasoning for the “request,” the first generation
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pastor perceives that as insubordination and offensive. Yet the associate pastor feels
frustration that the senior pastor is offended when he is merely trying to get a reason for
either a clarification or trying to find better ways to meet the need.
A simple communication is not so simple when the two worlds collide in a church
setting where first and second generations co-exist. So, without understanding the
different communication assumptions, the conflict will continue to the point where they
cannot co-exist.
Work Ethics and Priority
Although both American and Asian churches are cautious of being programoriented and activity-oriented, First-generation Koreans are known for putting them
above everything else. In fact, Hong (2010) underlines that a person’s spirituality is often
associated with the amount of work the individual does at church. For instance, Koreans
are very faithful in attending the early morning worship service at the church that is held
daily anywhere from 5 am to 7 am. It is perceived that those who attend these early
morning prayer meetings are more spiritual because of their dedication, work ethic, or
discipline. To meet these demands and expectations of numerous spiritual programs and
activities, pastors are expected to put the church before their family or anything else. In
comparison to the first generations, the second generation does not necessarily equate
work (program and activities) with spirituality. In fact, due to acculturation in Western
thought, they put a higher importance on an individual relationship with God.
Another difference is the value of self and family. The first generation prioritizes
church over family and self; they are willing to sacrifice their time, energy, and finance
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for the sake of the church. Although the second generation values the importance of the
church, many are not willing to put church over their family or individual lives.
As a result, this situation causes tension between the first and second generation.
Due to the perception of lack of busyness in the visible church programs by the second
generation, the first generation perceives the second generation as selfish and less
spiritual. As for the perception from the second generations, the first generation is seen as
those who do not have the right priorities and views them as performers instead of
spiritual leaders that care about the souls. So, Hong (2010) states, “The work ethic (and
priority) differences, which ultimately represent a difference in culture, fuel English
Ministry (second generation) pastors’ struggle identity, which in turn fuels the power
struggle leading to church splits” (p. 143).
Need for Conflict Management
Theories and Styles
If the ultimate goal of conflict management is to “achieve a metamorphosis from
destructive, divisive interaction to a positive, mutually beneficial relationship” (p. 47) as
indicated by Ray (2008), then it is important to know how to get to that ultimate goal of
conflict management. Just as having a better understanding of differences between East
and West worldviews and practices will facilitate better conflict management, having a
better understanding of different conflict theories and styles will also facilitate better
management of conflicts.
A famous psychologist, Kurt Lewin, as cited in Coleman et al. (2006), states,
“There is nothing so practical as a good theory” (p. 33). However, one needs to
understand that many good theories are based on Western culture. It is important also to
recognize that the approaches to conflict management prevalent in the literature were
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developed by the Western culture. I do believe that the styles were developed and are
now well-known practices regardless of the cultural differences; however, emphasizing
one preference style over another by various authors needs to be carefully evaluated for
many of them are from the Western culture and philosophy. There is value in the styles of
conflict management, but it needs to be utilized with the understanding of cultural
differences.
Choy (2001), gives great insight into being sensitive to cultural differences and
valuing its preference of managing conflict. After giving actual cases of using American
or Western styles of conflict management in Asian-American churches and the failure of
its method he states,
Most current approaches to church conflict management are based upon conceptions
of congregations as organizations (and congregational leadership as organizational
leadership). These conceptions have been primarily shaped by human relations
theory. The preceding stories of two actual cases in Asian-American congregations
show how such approaches are influenced by a psychological understanding of
relationships within congregations, which encourages confrontation of disagreements,
engages the persons involved in a conflict in direct interaction, and emphasizes
communication skills (self-disclosure, assertiveness in expressing demands,
negotiation, compromise, and collaboration). The use of such approaches to conflict
in Asian American congregations has not been effective. (p. 143)
So why would the American preference of conflict management necessarily not
be effective in Asian American churches? According to the response of Augsburger to
Choy (as cited in Lott, 2001), the basic Western conflict intervention theory and practice
are shaped by three metaphors: war, sports, and business. He goes on to explain that “in
war, survival is at stake. . .. In sport, achievement is central; winning is everything. In
business, profit is the bottom line” (p. 149). With this mindset, conflict is seen as
“either/or,” “win/lose,” or “live or die.” Therefore, direct interaction, assertive
communication, expressing demands, negotiation, and other styles of managing conflict
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are used. However, as mentioned previously in the East vs. West documentary by a
Korean EBS station, Asians do not have an “either/or” mindset. Augsburger (1993)
reinforces the East vs. West documentary by stating that “the Asian world begins from
both/and. Harmony and solidarity are central values that presuppose complementarity”
(p. 150).
Choy continues to expose the ineffectiveness of the style preference of Western
culture in Asian churches by stating,
From the perspective of many Asian Americans, the confrontational processes and
techniques used in human relations approaches actually violate the cultural values and
norm regarding relationship, face, and obligation at the root of their understanding of
human relationships. (as cited in Lott, 2001, p. 144)
When one understands that the American way of managing or resolving conflict
gives the perception of violating deeply held cultural values, it cannot be an effective way
of managing conflict in Asian churches in America. So, I do agree with the approach of
Choy and of Augsburger that certain approaches to conflict management that are not
preferred by Americans could be effectively used in Asian churches. Choy provides a
very good metaphor to make a point of difference in ways the Westerners approach
conflict compared to Asians by comparing surgery and acupuncture.
Like surgery, these approaches involve cutting the body open, exposing for
examination (and therefore exposing to risk) delicate parts of the body, and
sometimes even cutting and removal of parts of the body. Like surgery, such
techniques are invasive. Like surgery, they risk causing trauma to the body. Like
surgery, they sometimes cause the death of the body.
In contrast, acupuncture is less invasive, less incising, and less risky. Rather than
pre-surgery X-rays, probes, or the introduction of other foreign chemicals or
instruments into the body, it involves noninvasive external observation of key points
of the body. Rather than involving surgical incisions, this approach calls only for the
gentle insertion of small needles. Rather than identifying, examining, chemically
treating and/or cutting out parts of the body, acupuncture seeks to keep body parts in
healthy relation to one another, working to free the flow of energy within the body
and between its parts. For many Asian Americans, acupuncture is an attractive
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metaphor suggesting new ways of intervening in church conflicts. (as cited in Lott,
2001, p. 146)
In summary, knowing these different mindsets, enables one to use most
appropriate styles of conflict management for better result rather than simply using a
style of conflict management that one is more comfortable with. Augsburger (as cited in
Lott, 2001) concludes by stating,
Not only do distinctive Hispanic, Arabic, Indian, Asian, and African-American
conflict patterns differ sharply from the dominant Western models, they have much to
teach us. The exchange is clearly mutual, two-way, with equal contributions to make.
In conflict theory, the playing field is far more level than we have been able or
willing to see. (p. 150, emphasis added)
Conflict Management Theories and Styles
According to Ben-Yehuda (2010) Follett in 1925 presented three primary ways of
handling conflict: domination, compromise, and integration. Ray, Blake, and Mouton
(1964) expand on Follett and came up with the model of two independent variables,
which are a concern for production and concern for people. Five management style were
identified from these two variables: (a) withdrawing (low concern for people and
production), (b) smoothing (high concern for people and low concern for production, (c)
forcing (low concern for people and high concern for production), (d) problem solving
(high concern for people and production), and (e) compromising (moderate concern for
people and production) (p. 50).
According to Wang (2010), two dominant conflict management tools by Thomas
and Kilmann as well as Rahim, which are both widely used after Ray, Blake and
Mouton’s use of two independent variables on five management style. Thomas and
Kilmann’s conflict management model is two-dimensional and is derived from Black and
Mouton’s grid model (1962, 1964, 1975) according to Wang. Thomas and Kilmann’s
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two-dimensions are “assertive (the degree of concern of self) and cooperativeness (the
degree of concern for others)” (p. 43). There are five pre-dominant modes which are:
(a) Avoiding (unassertive and uncooperative), (b) Accommodating (unassertive and
operative), (c) Competing (assertive and uncooperative), (d) Collaborating (assertive and
cooperative), and (e) Compromising (intermediate assertive and cooperative). Thomas

Competing or Dominating

Concern for Self

High

and Kilmann’s chart is shown in Figure 3.

Collaborating or Integrating

Low

Compromising

Avoiding

Low

Accommodating or Obliging

Concern for Others

High

Figure 3. Thomas and Kilmann’s conflict-handling modes.

Rahim’s (2011) dual-concern model is similar to Thomas and Kilmann’s model of
conflict management with the dimensions of concern for self and concern for others. The
comparison between Thomas and Kilmann with Rahim’s is shown in Figure 4 which
shows similar approaches to the conflict.
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THOMAS-KILMANN
(Assertiveness & Cooperativeness)
Collaborate
(unassertive & uncooperative)
Accommodating
(unassertive & operative)
Competing
(assertive & uncooperative)
Avoiding
(assertive & cooperative)
Compromising
(intermediate assertive & cooperative)

RAHIM
(Concern for self & Concern for others)
Integrating
(low concern for self & others)
Obliging
(low concern for self & high for others)
Dominating
(high concern for self & low for others)
Avoiding
(high concern for self & others)
Compromising
(intermediate concern for self & others)

Figure 4. The differences in conflict style between Thomas-Kilmann and Rahim.

Ray (2008) continues the evolution of conflict management style continued with Kozan’s
(as cited in Ray, 2008) with three techniques: confrontation, harmony, and regulation. In
the same year, Hwang (as cited in Ray, 2008) presented five styles that are more adaptive
to Eastern cultural tradition: confrontation, obey publicly/disobey privately, compromise,
endurance, and severance. In 2002, Leung, Koch, and Lu (as cited in Ray, 2008)
presented another mode of conflict along the axis of value harmony and instrumental
harmony. They too, along with Hwang, approached from an Eastern cultural tradition in
that they form collectivist and individualist values. Leung, Koch, and Lu model four
styles: aligning, balancing, smoothing, and disintegration.
Conflict Handling Styles
It is important to note what Callanan and Perri (as cited in Wang, 2010)
summarize, “This contemporary view of managing conflict centers on the need for a
flexible, rational approach whereby the choice of style or styles to handle the conflict is
contingent on a variety of situational factors” (p. 52).
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Because there are different conflict situations, it is important to exercise different
management styles according to the situation. Ray (2008) emphasizes that the “lack of
understanding between individuals with different conflict management styles may
sometimes lead to lack of respect and personal disagreement” (p. 49). This is even truer
when there is a cultural difference between the conflicted person(s) or group. Having an
understanding of the use of different styles is even more important for the mediator or
consultant.
With the different styles of managing conflicts, East and West differ in the usage
of styles. Before sharing each style, it may be wise to see the differences in
individualistic and collectivistic tendencies. The individualistic tendencies focus on self,
whereas collectivistic tendencies focus on others.
Most researchers (as cited in Ray, 2008) categorize the United States, Canada,
Australia, and most European countries as individualistic-oriented and African, Arab,
Asian, South European, and Latin roots as collectivist-oriented. Between individualistic
oriented and collectivistic oriented countries, Ray explains the difference in this way,
Collectivists focus on group harmony; as a result, they use an indirect, avoidant
conflict communication style while individualists prefer a more dominating style (Cai
& Fink, 2002). Individualist societies, such as the United States, tend to be more
direct, solution oriented, and adversarial (Chiu et al., 1998). (p. 55)
Augsburger (as cited in Lott, 2001) gives an excellent summary of why Western
individualistic cultures do what they do.
Westerners feel better when the parties in a dispute are talking openly again;
Westerners are more comfortable when the issues are named, defined, placed on the
table by both sides; Westerners trust direct negotiations, immediate conversations,
candid exploration, mutual/authentic/vulnerable give-and-take; Westerners relax as
resolution moves toward face-to-face reconciliation symbolized by a handshake or a
hug. These are signs that constructive, collaborative, benign processes are being used
to choose the right outcome in the right way (for the vindication of those who are
right). (p. 150)
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Lather, Jain, and Shukla (2010) researched United States, China, Korea, Japan,
Malaysia, India, and Australia for the preferences in conflict management styles. Based
on the tendency of Americans which are egalitarian, the high value of self or individual,
competitive spirit, and challenge, focus on a task over the relationship and open
communication lead Americans to favor competing and dominating styles in conflict
management. Research on Asians, who are predominately Chinese, Japanese, and
Korean, is heavily influenced by Confucianism. They put a high value on respecting the
hierarchy, harmony, and group relationships and thus they tend to favor avoidance or
compromising and accommodating style of conflict management. The Hindu-influenced
Indian culture seeks a solution that pleases everyone by favoring avoidance and
accommodation styles. Although Malaysian cultural values are very similar to northern
Asian values like China, Japan, and Korea, they favor integration and a compromising
style of conflict management due to their preference of a relationship-based approach and
their dislike of aggressive behavior, brashness, and insensitivity. Finally, although
Australians pretty much have similar values as Americans, they favor compromising and
collaborating styles of conflict management. As one can see, there are definite differences
between Eastern and Western cultures that may influence the style of conflict
management preferences.
Research by Bosma (2007) confirms that Asians tend to use avoidance and other
accommodative approaches to deal with conflicts because they are collectivists. This
collectivistic tendency, puts a very high priority on reputation, their own as well as
keeping the reputation of others. This is expressed by the term, “losing face.” Even when
in conflict with another person, Asians feel responsible for keeping the other person’s
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“face” intact. So, they tend to avoid conflict in hopes that they will not damage the
reputation of others.
In conclusion, the theories and styles of conflict management can be used by all
cultures; however, different styles need to be used with sensitivity towards the cultural
differences. One style is not necessary more effective than another. However, when
different styles are used appropriately in different cultural settings, the process of conflict
management will be respected and embraced by different parties which most likely will
lead to positive transformation of conflict.
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CHAPTER 4
DESCRIPTION OF THE INTERVENTION
Introduction
In a world where globalization is a reality, it is not difficult to expect churches to
be filled with a variety of ethnic groups. North America is such a mosaic of many
ethnicities and cultures that one can experience cultural conflict without ever traveling to
a foreign country. This reality necessitates churches in America, specifically those in the
SECC, to have a better understanding of a cultural conflict transformational approach as
applied to conflicts that will arise in churches. Peterson (2004) presents an applicable
example when it comes to the importance of work harmony between different ethnic
members and cultures. He states,
Olive oil is wonderful; it is used for cooking, flavoring, etc. Water is wonderful; it’s
used for cooking, quenching thirst, etc. Each is great for its own purpose, but pour
them together and you’ll see that they don’t naturally mix well. The same is true with
regard to business people from various cultures. They don’t naturally mix well, but in
fact they can—and often need to—coexist in the same recipe. Without either one, the
recipe will fail.” (Introduction, para. 9)
There is a tendency to see America as a cultural melting pot, where all the
different cultures become one. Perhaps one of the reasons for the melting pot model is
due to not wanting to address differences but rather to be assimilate differences into one
culture so that conflicts may be avoided. In contrast to melting pot model, Markus and
Conner (2013) write,
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Instead of sweeping culture under the rug, we should embrace it, understand it, and
most important, mobilize it for good. As modern life becomes more complete and
social and environmental problems become more widespread, we must relearn to use
our culture cycles and ourselves the way nature intended. And that means capitalizing
on our diverse strengths. (Introduction, section 9, para. 7)
The emphasis of not sweeping conflict under the rug, but embracing the
differences needs to be applied to the church as well. Augsburger (1993) reinforces
Markus and Conner’s view by stating,
Diversity increases both the possibility of conflict and the possibilities within conflict
to reveal the richness of human society and its cultural treasures. . .. Conflict invites
us to learn from another culture as well as respect it. We have much to gain from each
other. Every culture can be our teacher in some respect, offering some new
perspective from the surprising and amazing disequilibrium that occurs on the
boundary. (pp. 7, 9)
Conflicts that arise in churches bring terror among Christians. The irony with the
church is that there is a heavy emphasis on forgiveness and reconciliation while there
may be an assumption that there should not be conflict within the church since it should
be a central place for grace and holiness. This assumption is reinforced by the idea that
the church is led by pastors who walk closely with God and know what they are doing.
Augsburger indicates, “the most experienced mediators, theorists, and counselors are still,
in a larger sense, conflict-ignorant” which includes pastors (p. 6).
There is limited attention in the Seventh-day Adventist academic papers on
conflict found in churches and even more limited attention as to how one can address
multi-cultural conflict in a church setting. Therefore, Adventist pastors and lay leaders
are not adequately equipped to address conflict in their churches. As a result, people most
often respond by avoiding conflict or by making a corporate decision at the board level
without properly processing conflict as a transformational experience where the church
can learn and grow.
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When the church is equipped to deal with conflicts that arise from the diversity of
opinions, theology, or cultures, it is empowered to be proactive toward conflict and
enables her to use conflict as an opportunity for a transformational experience. It will also
ultimately glorify God. This chapter presents a methodology and the implementation of
the workshops that has equipped pastors and lay leaders to address conflict based on a
theological approach to the conflict (Chapter 2), as well as the theoretical insights gained
from the literature review (Chapter 3).
Development of the Intervention
Southeastern California Conference of Seventh-day Adventists is located in
Riverside, California. There are five counties in the SECC. The estimated populations of
each county according to the 2016 United States Census Bureau are: the Imperial (pop.
180,883), Orange (pop. 3,172,532), Riverside (pop. 2,387,741), San Bernardino (pop.
2,140,096), and San Diego (pop. 3,317,749). Other than Imperial County, the other four
counties are included among the top five most populated counties in California.
According to the eAdventist system in June 2016, SECC has 70,059 members with 176
churches, companies, and groups. All of these form the largest conference in the North
American Division of Seventh-day Adventist.
The SECC, with its diverse ethnic cultures, has a mission statement that reflects
its diversity: “The expansion of God’s kingdom through the preaching, teaching,
publishing, and living of the everlasting gospel by women and men in the cross-cultural
communities of our territory.”
In figures 5 through 7, one can see the diversity among the churches and pastors
that are working in SECC. They work together to expand God’s kingdom in cross63

cultural communities in its territories. As effective ministries are accomplished in our
churches, due to the spectrum of theology, ideas, ministry methods and cultural
differences, one can see why conflict would arise in congregations.

Membership (Figure 1)
14,622
Anglo/Multi-Ethnic

21%

10,900
16%

36,586
52%

7,951

Asian/Pacific

Black
Hispanic

11%

Figure 5. SECC membership division by ethnic churches.

To fulfill its mission statement, SECC has categorized four ministries to effectively reach
out to its territory. These four ministries are Anglo/Multi-ethnic, Asian/Pacific, Black,
and Hispanic churches.
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Churches, Companies & Groups (Figure 2)
49

Anglo/Multi-Ethnic

28%

72
41%

9

16
9%

39

Asian/Pacific
Black
Hispanic

22%

Figure 6. SECC breakdown of churches, companies and groups.

Pastors (Figure 3)
34
21

16%

10%

41

Anglo/Multi-Ethnic

111

Asian/Pacific

54%

Black
Hispanic

20%

Figure 7. SECC breakdown of pastors by ethnicity.

Among each of these four ethnic categories, there is, even more diversity. For
instance, the Asian/Pacific ministries comprise eleven nationalities, cultures, and
language groups which include Cambodians, Chinese, Filipinos, Indonesians, Japanese,
Koreans, Laotians, Samoans, Southern Asians (Bangladeshis, Indians, Pakistanis, Sri
Lankans), Thai, and Vietnamese. Furthermore, there are other Asian ethnic groups
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worshiping in their respective language under Anglo/Multi-Ethnic churches, such as the
Tongans, Karen, Nepalese, Laotians, and others. These Asian Pacific churches, along
with other ethnic groups in the conference churches, are not only expected to meet the
needs of the same ethnic members but also to address the different tribal issues that may
arise among members. The churches also need to be able to address generational
differences, such as those between first generation Asians and American-born AsianAmericans. Generational differences can be found in all the immigrant churches. In fact,
this challenge is not limited to immigrant churches since all churches work with different
ethnic and cultural members who may decide to join. People may be attracted by a
cultural ministry, by inter-racial marriage, or the invitation of friends to join a
congregation. More and more churches are becoming multi-cultural, which fuels possible
conflicts that arise out of miscommunication and misunderstanding due to cultural
differences.
My various experiences have prepared me to share what I have learned to prepare
others better to address conflicts that may arise in the churches. As pastor of various
Korean and Korean-American churches from California to Maryland, my experiences
have brought awareness of generational and cultural tensions. Having worked as the vice
president of Asian/Pacific Ministries for SECC has resulted in a greater awareness of the
need to understand cultural differences and tribal tensions that the Asian/Pacific churches
face. As the current executive secretary, I am in a position to perhaps address the
conflicts that arise from various issues among all immigrant churches, as well as among
non-immigrant churches with multi-ethnic members.
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Now and in the future, churches are to be a place where multi-ethnic and multicultural issues are addressed. The key question is: Are pastors and church leaders
equipped, empowered, and enabled to address conflicts that exist in their congregation?
Thus, the goal of workshops presented in this chapter is to equip, empower, and enable
pastors and lay-leaders to have an awareness and disciplined skill sets to address conflict
that arises in the churches.
The design of workshop is to engage the participants to not only listen to the
lecture but to be engaged in discussion, role-playing, and reflect to make it experiential
learning events. VinCross (2014) writes,
Experiential learning models which introduce the facet of knowing, being, and doing
as inseparable parts of a process which leads to growth. As the learner experiences
information (knowing), reflects on it (being), and applies it to their life (doing), the
result is a richer integration of change into the life of the learner. (p. 60)
The process suggested in the chapter will equip the pastors and lay leaders to
share their information on conflict transformational skill sets along with cultural
intelligence so that the participants will be equipped (knowing) and empowered (being)
to be confident in addressing conflicts in a healthy way, which will enable (doing) the
participants to lead the church in such a way that will glorify God.
The keyword in this chapter is “awareness.” Peterson (2004) states, “I strongly
believe that once you have decided to learn something, the first step in the process is to
build awareness and knowledge, and then (and probably only then) you can change your
behavior—and that’s done by practicing” (Introduction, section 6, para 2). The
participants will be aware of the theology of conflict transformation, levels of conflicts,
styles in how individuals tend to address conflicts, and cultural differences. Through
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various assessments, the participants will be actively involved with various styles of
conflict and different approaches to conflict management.
Target Participants
The participants of five workshops that equip, empower, and enable were preordained pastors in the SECC. The pre-ordained pastors were invited to attend five
Conflict Transformation Workshops. Each workshop was three hours in length.
Conflict Transformation Workshops
Before any workshop was presented, I worked with Ernest Furness, ministerial
director of SECC, to recruit pre-ordained pastors to participate in all five workshops.
They were given several assessments to take before they participated in the workshops.
To measure the skills and comfort levels of dealing with conflict, each participant
was given questions to answer so that they would be able to measure the difference
between what they knew pre- and post-workshop. Also, there was another one-day
session with the pre-ordained pastors several months after the completion of workshops,
which evaluated how they practiced what they learned and gave feedback as to what they
would recommend for future workshops.
Description of Five Conflict Transformation
Workshops
A total of five workshops on the conflict was presented to the participants. All of
them had several components. To create an inviting atmosphere, there were ice-breakers
at the beginning of each workshop that was related to the subject of the session. Each
workshop comprised of presentations of the purpose, the objectives, and the specific
content. Each workshop included relevant group discussions. At the end of each
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workshop, participants completed an assessment to measure their learning during the
workshop.
Designed for Adult Learning
Each workshop was designed with adult learning concepts in mind. Adults learn
better when they participate. This means being involved and having a discussion in
groups. There is also the extra motivation to study and to be able to implement what they
learned when there is a need to learn certain subjects or skills. Upon inquiring, the pastors
indicated that they wanted to be better equipped with skills to deal with conflict in their
churches. According to Thomas and Kilmann (2000), “Adults can listen with full
retention for twenty minutes. Retention is highest during the first twenty minutes of a
presentation and second-highest during its last twenty minutes” (p. 4). Therefore, each
workshop was limited to a total of three hours with a break time between four short
sessions of 30-40 minutes each, which helped participants to have the highest retention
throughout the session.
There needs to be emphasis made on the importance of the community of practice
to develop the participant’s awareness and skill of transformational conflict skills. The
term “community of practice” was coined by Wenger (as cited in Yeagley, 2015), which
is “a group of people who share a concern or a passion for something they do, and learn
how to do it better as they interact regularly” (p. 84). Yeagley lists three key elements of
community of practice which are (a) the “members are brought together by a learning
need they share,” (b) “their collective learning becomes a bond among them over time,”
and (c) “their interactions produce resources that affect their practice” (p. 84).
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Therefore, I implemented a “community of practice” with the participants
meeting periodically after each workshop so that: (a) the participants were able to enjoy
reunions, (b) share their experiences of how the workshops had helped, (c) what
recommendations the participants had for future workshops, and (d) to provide resources,
such as additional articles, books, videos, and other venues to continue to help develop
their skills.
Five Workshops
Listed below are five workshops which were presented to the participants to bring
awareness and to help gain skills in addressing conflict.
Conflict Transformation Workshop 101:

Theology of Conflict Transformation

Conflict Transformation Workshop 201:

Cultural Intelligence and Conflict

Conflict Transformation Workshop 301:

Identifying and Responding to the Levels
of Conflict in Churches

Conflict Transformation Workshop 401:

Thomas-Kilmann Conflict Mode
Instrument® and Myers-Briggs Type
Indicator and Managing Conflict.

Conflict Transformation Workshop 501:

Conflict Cycle

Conflict Transformation Workshop 101:
Theology of Conflict Transformation
The purpose of workshop 101 is to establish the theological foundation as to how
participants are to approach conflict. The objective of the workshop for the participants is
to understand the mindset of Jesus and apostle Paul and their approach to conflict. The
participants should also have a good understanding of the differences between conflict
resolution, management, and transformation.
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Using a biblical approach to contrasts of what I call “the Upside-Down Kingdom”
theology, the participants see conflict and how one approaches conflict from a
perspective different than either avoidance or solving conflicts. With a deeper theology
on conflict, the participants are to understand that conflict is not something that just needs
to be solved, but is an opportunity to transform the situation and the people involved.
This then leads to positive changes and to ultimately glorify God.
The outline of the first workshop follows.
Conflict Transformation 101: Theology of Conflict Transformation
Introduction and Overview of Five Conflict
Transformation Workshops
Pre-Workshop Survey
Ice-Breaker
Defining Conflict
Definition of Conflict Resolution, Management, and
Transformation
Break
Biblical Approach to the Church Conflict
Upside-Down Kingdom Approach to Conflict
based on New Testament
Power and Control, Rights and Privileges
Early Adventist Leaders and Conflict
Reconciliation as a Gift
Glorifying God
Conclusion
Group Discuss, Q&A and Close
Total Time

20 minutes
10 minutes
15 minutes
5 minutes
10 minutes
10 minutes
50 minutes

5 minutes
20 minutes
2 hours & 25 minutes

Conflict Transformation Workshop 201:
Cultural Intelligence (CQ) and Conflict
The second workshop covers cultural intelligence. Being equipped with this
resource will hopefully prevent unnecessary misunderstanding and miscommunication
due to cultural differences in the church. Culture, defined by Peterson (2004), is “the
relatively stable set of inner values and beliefs generally held by groups of people in
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countries or regions and the noticeable impact those values and beliefs have on the
people’s outward behaviors and environment” (part 1, section 1, para. 5). What then is
Cultural Intelligence? According to the Harvard Business Review on cultural intelligence
by Earley and Mosakowski (2004), cultural intelligence is “an outsider’s seemingly
natural ability to interpret someone’s unfamiliar and ambiguous gestures the way that
person’s compatriots would” (p. 1). Earley and Mosakowski (2004) continue by
indicating that
it should come as no surprise that the human actions, gestures, and speech patterns a
person encounters in a foreign business setting are subject to an even wider range of
interpretations, including ones that can make misunderstandings likely and
cooperation impossible. But occasionally an outsider has a seemingly natural ability
to interpret someone’s unfamiliar and ambiguous gestures in just the way that
person’s compatriots and colleagues would, even to mirror them. We call that cultural
intelligence or CQ. In a world where crossing boundaries is routine, CQ becomes a
vitally important aptitude and skill, and not just for international bankers and
borrower. (p. 1)
Therefore, having a high cultural intelligence (CQ) is important in one’s
capability to relate and work effectively with culturally diverse people and situations. As
mentioned at the beginning of this chapter, the SECC has many churches that are very
diverse culturally within a congregation. Due to this vast diversity within a church and its
members, leaders, and pastors, conflict does occur due to misunderstandings and
miscommunication because of cultural issues. According to the Cultural Intelligence
Center (2016) having a high CQ results in better intercultural and cultural judgment along
with effective decision making. It brings results in more effective intercultural
negotiations, collaborations on trust, idea sharing, creativity, and effective cultural
leadership, and on individuals as well as group performances on cultural tasks in
culturally diverse settings. By assessing one’s measure of CQ, understanding the cultural
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differences and being equipped to address different cultural needs, one can be more
effective in ministry within the cross-cultural diverse church settings.
It is important to understand what culture is. Peterson (2004) provides several
analogies of culture. The one I would like to use is the analogy of an iceberg. I believe
this analogy best expresses how a person cannot judge cultural differences simply by
observing behavior. Peterson indicates that the “tip-of-the-iceberg culture” is anything
one can perceive with one’s five senses such as language, architecture, food, population,
music, clothing, art and literature, the pace of life, emotional display, gestures, leisure
activities, eye contact, and sports, along with other things that are not necessarily
mentioned in his book. By having a higher CQ, one can better adjust to any given
situation. Peterson identifies that the “bottom-of-the-iceberg culture” are opinions,
viewpoints, attitudes, philosophies, values, and convictions. He lists these as a notion of
time, how the individual fits into society, beliefs about human nature, rules about
relationships, importance of work, motivations for achievement, role of adults and
children within the family, tolerance for change, expectation of macho behavior,
importance of face, harmony, preference of leadership systems, communication styles,
attitudes about men’s and women’s roles and preference of their thinking style—linear or
system—to name a few. It is important to acknowledge that the “bottom-of-the-iceberg”
is the foundation of the “tip-of-the-iceberg” behaviors.
One may question the danger of stereotyping a culture. Peterson (2004) brings an
excellent differentiation between stereotypes versus generalizations when it comes to
working with cultural differences. Stereotypes are when we “apply one perception to an
entire group” (part 1, section 6, para. 1). In other words, stereotyping is when one has
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limited experience of something and applies it to all situations which may not be
accurate. Generalization, on the other hand, is when a conclusion is drawn from a larger
amount of data such as a survey, personal experiences, and research. This is more reliable
and accurate.
The purpose of this workshop on CQ is to provide a reasonable framework for
understanding generalized cultural differences so that pastors and leaders can work
harmoniously in the church to expand God’s Kingdom. The CQ for Life assessment helps
participants to understand their cultural style and of others in much the same way as the
Myers-Briggs Type Indicator®. The objective of the workshop is for the participants to
become aware of the differences of the major cultures in the world, to identify the causes
of possible conflicts between the cultural differences, and to become proactive in conflict
prevention that may be due to understanding the cultural differences.
It is important for the participants to understand that being equipped with CQ
does not give them the ability to generalize about people from different cultures.
Augsburger (1993) states, “When we speak of cultural groups and their conflict
preferences, we must do it cautiously, heuristically, knowing that it is not accurately
descriptive of the people but generally useful to understand tendencies, preferences,
customs, and accepted practices” (p. 18). Therefore, the participants are to be
continuously cautious to not stereotype a culture. The fifth workshop outline was as
follows.
Conflict Transformation 501: CQ (Cultural Intelligence Workshop)
Introduction
Review of Previous Workshops
Identify the Objectives of the Seminar
Exercise – Luke 15
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10 minutes
15 minutes
10 minutes
15 minutes

Break
IQ (Intelligence Quotient), EQ (Emotional Quotient),
and CQ (Cultural Quotient)
The Benefit of Having High CQ!
The Philosophical Aspects of Cultural Differences
Cultural Intelligence for Life (Peterson)
Equality vs. Hierarchy
Direct (low-context) vs. Indirect (high-context)
Individual vs. Group
Task vs. Relationship
Risk vs. Caution
Summary, Q&A, and Participants write a journal
Post-Workshop Survey
Total Time

15 minutes
10 minutes
15 minutes
30 minutes
30 minutes

15 minutes
15 minutes
3 hours

Conflict Transformation Workshop 301:
Identifying and Responding to the Levels
of Conflict in Churches
The third workshop’s purpose is for the participants to become better equipped in
identifying the levels of conflict in the church. Speed Leas (2002) is credited with
identifying the different levels of conflict that is widely observed in churches. The
objective of this workshop is to become self-aware of the different levels of conflict, to
discover options appropriate to manage the different levels of conflict, and to equip
participants with the skill sets needed to de-escalate the levels of conflict.
The outline of the second workshop is as follows:
Conflict Transformation 201: Identifying & Responding to the Levels of
Conflicts Workshop
Introduction
Review of the Previous Workshop
Benefits of Conflict
Early Warning Signs of Conflict
Break
Five Levels of Conflict
Level 1: Problems to Solve

10 minutes
10 minutes
10 minutes
10 minutes
15 minutes
15 minutes
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Level 2: Disagreements
Level 3: Contest
Level 4: Crusade or Fight/Flight
Level 5: World War
Essential Conditions for Successful Conflict
Intervention
Basic Skills of Conflict Transformation
Distribution of Resources for Interventions
Summarize, and Q&A
Total Time

15 minutes
15 minutes
15 minutes
10 minutes
15 minutes
15 minutes
10 minutes
15 minutes
3 hours

Conflict Transformation Workshop 401:
Thomas-Kilmann Conflict Mode Instrument®,
MBTI® and Managing Conflict
With a theological background on how one can approach conflict and with an
awareness of cultural intelligence and how to identify the different levels of conflict in a
church, the participants are now trained to determine how the Thomas-Kilmann Conflict
Mode® Instrument (TKI) and the use of Myers-Briggs Type Indicator (MBTI) can be
used to identify the different ways to approach conflict. The TKI assessment is the
leading measure of conflict-handling modes, which was developed by Kenneth W.
Thomas and Ralph H. Kilmann in the early 1970s and has been widely used.
The objective of the use of TKI is to become self-aware of the different ways
people respond to conflict, which includes competing, collaborating, compromising,
avoiding, and accommodating. With this skill set, the participants will have better tools to
assess conflict and develop skills to utilize all five conflict modes in different conflictual
situations.
The MBTI assessment was used to help participants to understand what is
involved in a conflict situation. Killen and Murphy (2003) write,
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By incorporating type awareness, and particularly awareness of how people of the
sixteen different personality types tend to present themselves in a conflict, we can
better strategize how to approach conflict, communicate when in conflict with others,
and resolve conflict situations. (p. 1)
As a result, the participants of this workshop was able to identify how individuals
have different tendencies in approaching conflict based on their MBTI personality. The
workshop’s objectives are for the participants to be self-aware of the various types of
personality based on the MBTI assessment. It is antecedent to improve one’s conflict
approach and then able to navigate through the conflict between one’s personality as well
as others.
The outline of the second workshop was as follows:
Introduction
Review of the previous workshop
Identify the Objectives of the Seminar
Basic Aspects of Different Conflict Modes
TKI Assessment
Review Each Conflict Style Mode
Group Exercise #1
Break
Introduction
Identify the Objectives of MBTI Assessment
Discovering Your MBTI Type
Exploring the Four Conflict Pairs
A Model for Managing Conflict
Summarize, Q&A
Total Time

5 minutes
10 minutes
5 minutes
10 minutes
20 minutes
20 minutes
15 minutes
15 minutes
5 minutes
5 minutes
15 minutes
15 minutes
15 minutes
15 minutes
3 hr. 30 min.

Conflict Transformation Workshop 501:
Conflict Cycle
The final Conflict Transformation Workshop addresses the practical aspect of
conflict management. The participants will learn the five stages of the conflict cycle:
stage 1 is tension development, stage 2 is role dilemma, stage 3 is injustice collecting,
stage 4 is a confrontation, and stage 5 is an adjustment. These stages are perhaps a more
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simple version of the level of conflict by Leas. By identifying these stages, the
participants will understand how their preferred conflict style score will be more effective
in the different stages of the conflict. The degree of effectiveness on the stages of the
conflict will be determined by a higher score of their primary preferred style scores
(Appendix B).
Fisher, Ury, and Patton (2011) describe four essential parameters for what they
describe as four essentials to principle negotiation is also presented in this session. It
addresses principles such as (a) separate people and problems, (b) focus on interests not
positions, (c) invent options for mutual gain, and (d) use objective criteria (chapter 1,
section 5, para. 1). The presentation deals with these four essential principles of
negotiation to resolve the possible differences.
At the end of the session, the participants will be encouraged to train the leaders
in their churches to be effective at and to address possible conflicts. The participants will
be given all the materials that are presented in all five workshops so to equip the church
leaders with these concepts and tools. They will be encouraged that their own
understanding and the tools will enable them to be more effective in counseling in
conflict situations within their own family or social relationships, as well as in their
church leadership responsibilities.
Disclosure of the Researcher’s Position
and Bias
For this study, I served not only as a facilitator but also as the Executive Secretary
of the SECC. I have a background as an Asian, specifically as a Korean-American who
was born in Korea and who immigrated at the age of ten. I was raised in the Seventh-day
Adventist Church, primarily in Korean churches, as well as being educated in the
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Adventist educational system. From my experience with several churches, leading both
the first generation Koreans and Korean-Americans, I am very familiar with the tensions
between two generations with a different culture. I am better acquainted with the Western
culture and the Asian culture than with other cultures such as African, European, and
South American. Due to my limited knowledge and experience with these cultures, I was
motivated to study and interact with these cultures through church visitation and
meetings, congregants, and with their pastors.
Conclusions
The conflict that arises in churches due to differences in theology, ideas, ministry
methods, and culture is a great concern faced by all conferences and churches. However,
through intentional equipping, empowering, and enabling, churches and pastors were
given opportunities for when they encounter conflict, it can be transformed into
opportunities to glorify God.
At the end of these five conflict transformational workshops, the participants had
a new set of tools for dealing with congregational conflict. They were prepared with a
healthy foundation of biblical theology on conflict. The participants can identify the
levels of conflict and to recognize the appropriate methods to implement for the different
levels of conflict. They were equipped with the skill sets to de-escalate the levels of
conflict, as well as provide assessments of individual tendencies, so they are able to
respond to the different conflict modes. Lastly, the participants have achieved a higher
cultural intelligence, which will help them to be better equipped in dealing with conflicts
in the churches.
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CHAPTER 5
NARRATIVE OF INTERVENTION IMPLEMENTATION
Introduction
This project sought to equip diverse young pre-ordained pastors in the SECC with
the knowledge, understanding and skill sets of dealing with cross-cultural conflict in a
church setting. The knowledge of diverse cultural awareness was presented along with
different skill set workshops as addressing the level of conflict, conflict styles,
personality and conflict, and conflict cycle.
Chu (2011), indicates,
In spring 2004, the Leadership Journal surveyed 506 pastors on church conflict and
discovered that 95% of these pastors had experienced church conflict in the past. Of
these pastors, 85% cited control issues as the primary cause, and 83% reported that
they tried to handle disputes privately. Approximately 4 in 10 pastors (38%) left the
pastorate partly due to conflict, and 32% reported that some of their church leaders
eventually left the church after a conflict. (p. 7)
In a prior year, the SECC surveyed its pastors regarding their experience in their
ministry, focusing particularly on clergy family life. Several questions related to conflict
within congregations. It was found that 27% of the pastors indicated that they had
considered leaving the ministry in the year this survey was completed (Southeastern
California Conference, 2003). It was reported that one out of four pastors found it
necessary to leave a church because of problems within a congregation. One-third of the
respondents stated that conflicting groups in the congregation were a major cause of
stress. Thirty-six percent indicated that during their ministry they had experienced major
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conflict with members. One in five pastors reported that in their ministry they had
experienced major conflict with conference leadership. Therefore, all these findings
underline that the pastors cannot address conflict as business-as-usual but need to have an
understanding and the skill sets to address the conflict that arises in the church.
Summary and Purpose of the Study
There were several reasons why the young pre-ordained pastors were invited
along with their families to attend a two night and three-day workshop at SECC’s Pine
Springs Ranch. The first reason was that the young pre-ordained pastors are a diverse
group of pastors who are working at diverse ethnic churches. The second reason was that
these pastors showed a keen interest in the subject of conflict due to their inexperience in
ministry. This group of pastors learned together so that they could continue to share their
experiences and encourage one another. Finally, aside from learning the skill sets of
conflict transformation, this fellowship and sharing time with conference officers brought
down barriers that exist between the conference officers and the young pastors, enabling
collaborative work on possible current and future tensions in the field work.
Each session was designed to be interactive, not only with the presenters but also
with one another, by having round tables instead of a lecture style classroom. After each
presentation, there was a question and answer time between the presenter, participating
pastors, and officers present. Due to the design of the meeting room with round tables,
the participating pastors, and at times their spouses, were able to have dialogue to share
and learn from each other.
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Profile of Participants
In the interest of anonymity, only the general background information of the
participating pastors is provided. Although 31 pastors initially committed to attend the
workshop, one pastor could not attend due to personal reasons; therefore, there was a
total of 30 young pre-ordained pastors, along with several spouses and children.
The group profile is as follows (see Appendix C for group profile). Of the 30
pastors, 7 were female pastors and 23 male pastors. Regarding the title of the pastoral
role, there was 1 senior pastor, 1 district pastor, 2 sole pastors, and 26 associate pastors.
The age grouping of the pastors was as follows: 13 pastors were in their twenties, 15
pastors in their thirties, and two pastors in their early forties. Although there are older
pre-ordained pastors in the SECC, the reason for limiting the workshop to those in their
early 40s was due to the desire to have a group that would be free to ask and share any
question without worrying about generational differences, and possibly working with
their future senior pastors.
Of the 30 pastors, 8 had BA degrees in Theology, 1 was working on a MAPMIN
program, 4 had either a Masters or MTS in Theology, and 17 had an MDiv degree. As for
the languages spoken, 11 pastors spoke one language (English), 14 pastors spoke two
languages, and 5 pastors were able to speak three or more languages. Eleven pastors
never lived in any other country than the US for more than six months, while the other 11
pastors lived in another country for at least six months. Eight pastors lived at least six
months in three or more countries in their lifetime. As for their intercultural experiences,
three pastors indicated that they had limited experience, 13 pastors indicated a moderate
level, nine pastors indicated at a significant level, and 5 pastors indicated that they had
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extensive intercultural experience. The ethnicity of these pastors included 8 Asians, 2
African-Americans, 8 Hispanic, and 12 Anglos. However, due to several Asian ethnic
pastors working at non-Asian churches, the actual breakdown of ethnic churches in which
these pastors served included 6 at Asian churches, 2 at Black churches, 4 at Hispanic
churches, and 18 working at the multi-ethnic churches. The SECC has intentionally used
the term “multi-ethnic” churches in place of Anglo churches since many of these
churches were categorized as Anglo congregations, but members came from all ethnic
groups and were not predominantly Asian, Africa-American, or Hispanic.
Overview and Result of the Assessments
Although 31 pastors filled out the total of three assessments which are cultural
intelligence, conflict style, and MBTI, only 30 pastors attended the workshop. Therefore,
the overview and result of the assessments are based on 30 pastors.
Cultural Intelligence Assessment
The first assessment, which measured their cross-cultural awareness, was sent to
pastors online to fill out before the workshop. In the North American Division, churches
are faced with many opportunities and challenges due to the diversity found in
congregations. Because the church is called to continue to minister to an increasingly
diverse community, the pastors need to adjust and learn from those with different cultural
systems and beliefs. The better-equipped pastors are in the area of cultural awareness, the
more effective the pastors will be able to address the challenges and potential conflict due
to cultural differences. A faith-based assessment by the Cultural Intelligence Center was
given to the pastors before the workshop. The questions were specifically designed to
trigger reflection about religious issues and concerns in multicultural contexts. The CQ
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Assessment gave the results of the 31 individual participating pastor reports (Figure 8), as
well as a group report. The CQ report provided the aggregate results of the cultural
intelligence ratings and the individual cultural value orientations. The terms for each
cultural value found in the assessment can be found in Appendix A.
Based on the group result of CQ assessment (Figure 8), the pastors of SECC had a
mid-range or balanced range on power distance, cooperative and competitive, short-term
and long-term, and between direct and indirect communication. In contrast, the pastors
had more of the Eastern value of included collectivism compared to individualism and
toward high uncertainty avoidance instead of low uncertainty avoidance. About the only
value that was pre-dominantly Westernized is on doing rather than being.

Figure 8. Snapshot of CQ group report on the SECC pre-ordained pastors.
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Conflict Style
The second assessment that was given at the beginning of the workshop addressed
conflict style. Due to the timing of the second assessment and the fact that a few pastors
had to attend to urgent church matters, only 26 participated in the conflict style
assessment.
The purpose of this assessment was to allow participants to identify preferred
conflict styles used when addressing conflict. One of the primary values in this
assessment is to discuss different conflict styles and the possible implication each style
might have on how people address conflict situations. Although the assessment gave the
result of Thomas-Kilmann Conflict styles, the instrument itself used was a modified
version of an assessment found in the book, How to Manage Conflict in the Church, by
Norman Shawchuck. (See Appendix E for the conflict style assessment.)
The Thomas-Kilmann’s Conflict Style inventory identifies five conflict styles
which are: (a) The competing style is assertive and uncooperative, a power-oriented style
that looks for the win-lose situation. (b) The collaborating is both assertive and
cooperative. According to Thomas-Kilmann’s definition of collaborating, one party tries
to work with the other party to find a resolution that satisfies both parties. (c) The
compromising is intermediate in both assertiveness and cooperativeness. This style
strives for the middle ground where two parties can agree. (d) The avoiding is unassertive
and uncooperative, where one may defer and withdraw from conflict. (e) The final
conflict style is accommodating, which is unassertive and cooperative. This style is
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opposite of competing, where there is self-sacrificing to accommodate the other parties
desire more than one’s own.
According to the assessments completed by the pastors, the results are as follows:
(See Appendix D for the SECC pastors conflict style preferences by percentage rank.)
Sixty-five percent of the pastors indicated collaboration as the first preferred
conflict style, while 19% of the pastors indicated that they prefer compromising as their
first preference, with 12% of pastors preferring an accommodating style, 4% preferring
the competing style, and no pastors indicated avoiding style as their first preference.
As for the second preferred conflict style, 38% of the pastors indicated using
compromising style, followed by 27% of the pastors using accommodating style, 19%
using collaborating style, 15% using competing style, and again, no pastors indicated that
they prefer avoiding style as their second preference.
Although the majority of the workshop focused on the first and second
preferences of the conflict styles, the third preferences indicated by the pastors were 38%
on the accommodating style, 19% on the competing style, 15% on the avoiding style, 15%
on the compromising style, and 12% on the collaborating.
The observation according to the first preferred conflict style by SECC’s preordained was predominately collaboration. The collaborating style had the highest
percentage of any other styles.
Chu’s (2011) study on the preference of conflict styles was limited to the senior
pastors of the Southern Baptist Convention (SBC) churches. His research implication was
the following.
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1. Most pastors use the integrating style (which is similar to the collaborating
style) more frequently than the other styles in conflict management.
2. The level of theological education attained by a pastor did not affect his or her
conflict management style.
3. A pastor who has formal conflict management training tends to use the
avoiding style less frequently and the compromising style more frequently.
From the survey completed by the SECC, pre-ordained pastors had a similar
result as the SBC church pastors. SECC pastors also indicated that their most preferred
style was collaborating style. The level of theological education attained by the SECC
pastors did not make much of an effect on the conflict style. Moreover, most of the
pastors did not prefer avoiding style.
Although both SBC and SECC pastors had similar results, it is not the case with
other studies. One study was done by Gambill (2008) as part of his doctoral dissertation.
He reports that the pastors’ preferred styles, in order of preference, were compromising,
accommodating, avoiding, collaborating and competing (p. 93). The research done by
Lather, Jain, and Shukla (2010), along with business leaders, was also different in that the
most preferred conflict style for the United States was the competing style (p. 141).
Although no single preference of conflict style is right or wrong, because each of
the five styles can be effectively used depending on the situation of the conflict, in
general, the pastors preferred collaboration over all other styles. This result indicated that
the pastors intentionally looked for ways to collaborate when there is a conflict to address
instead of compromising, accommodating, competing, or avoiding the issues.
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Review of the Methodology Used
I hypothesize that the young pastors do not necessarily have the knowledge or
experience to address conflict with confidence and in healthy ways. Therefore, with an
understanding of the mindset on the theology of conflict, an ability to identify the levels
of conflict, the knowledge of the different styles of approach to conflict, and an
understanding of the conflict cycle, pastors will be better equipped to deal with conflict
issues in their churches.
The workshops and assessment questionnaires were utilized to conduct a
comparative study of the pastor’s understanding the skill sets of conflict transformation.
Assessment questionnaires had a scale of 0-10: 0 indicated no response, 1 as having least
understanding, and 10 being the most understanding. This section’s assessment was
designed to measure the understanding of the pastors’ perceptions of where they were
before and after the workshop. The assessment used a single instrument, a one-time
assessment, in the place of a before and after workshop assessment, which would be a
double instrument. This assessment was taken at the end of the workshop. Questionnaires
were administered to participants during their regularly scheduled class periods and
collected upon completion.
Of the 30 pastors that attended the workshop, only 24 participants were given the
conflict management survey (Pre/Post-intervention) to measure the amount of confidence
in handling cultural conflicts. Six pastors were unable to attend the last day of the
workshop. Therefore, those pastors were not included in the workshop assessment.
I was interested in comparing the pre-survey scores with the post-survey scores
within each participant to see if the post score tended to be higher than the pre score,
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which indicates positive learning had occurred. Q1 through Q12 represent each of the 12
questions asked in the pre- and post-survey. A composite score for each participant was
derived from their responses by calculating the arithmetic mean of Q1 through Q12 for
the participant. All 24 participants recorded responses, with no missing cases.
Descriptive Statistics
Each survey comprised 12 questions. Each question was scored with an 11-point
Likert scale, where the higher score indicates more participant confidence. Current
research suggests that the midpoint of the scale should be labeled along with the
endpoints. Given that the middle score was unlabeled, scores between 4.5 and 6.5 were
interpreted as neutral responses, reflecting that the participant had no strong feelings or
that they had insufficient knowledge or experience to form strong feelings.
12 Questions
The questions were formed for the participants to respond to the workshops
presented to measure the learning curve. Question numbers 8, 10, and 11 were modified
from the conflict ability assessment by Morton (2001) from the Practitioner Assessment
of Conflict Resolution Programs (ERIC Digest Number 163). The instructions to the
participants were to indicate an “A” on the scale where they felt they were before the
workshops. Then the participants were to indicate on the scale a “B” as to where they felt
they were at the end of the workshop. Also, “1” on the scale represented the lowest level,
with “10” representing the highest level.
1. How would you rate your understanding of conflict management?
2. Indicate your comfort level with how you deal with conflict.
3. Rate your conflict skill set.
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4. Rate your ability to understand cross-cultural considerations when dealing
with conflict.
5. Rate your ability to understand conflict management styles and strategies.
6. Rate your ability to recognize positive opportunities that can be presented by
conflict.
7. Rate your ability to understand the conflict cycle.
8. Rate your ability to de-escalate tension; find common ground between oneself
and the other.
9. Rate your ability to understand “positional vs. principled” negotiating
concepts and your ability to demonstrate the appropriate skills.
10. Rate your ability to resolve the conflict by diagnosing the nature of the
conflict and manage with solutions.
11. Personal impulse control (e.g., resistance to overreaction, anger,
ethnocentrism, defensiveness) and the ability to respond to the others’ similar
emotions.
12. Rate your ability to respond with different behavior in different situations.

Average PRE Responses
The wide range (range: 2-8) of averaged PRE scores indicates that the sample of
participants reflects both low and high levels of conflict understanding and resolution
skill (Figure 9). The median averaged PRE-score of 5.50, with an Interquartile Range
(IQR) [middle 50% of the distribution] of 3 corresponds with a ‘Neutral’ response. The
averaged PRE distribution appears to be bimodal (two modes), with 5.5 and 7.5 being
equally, and the most frequently observed (calculated) response.
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Figure 9. Distribution of averaged PRE scores.

Average POST Responses
The range of averaged POST scores (range: 6-10) was more narrow, as compared
to the range of the PRE scores (Figure 10). The median averaged POST score of 8.0
(IQR = 1) corresponds to a high level of conflict understanding and resolution skill—a
more than 2-point improvement as compared to the averaged PRE scores. The averaged
POST distribution appears to be unimodal (one mode), with 8 being the most frequently
observed (calculated) response.
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Figure 10. Distribution of averaged POST scores.

The distribution of responses for each of the 12 questions and the average of the
12 questions is represented with a display of boxplots in Figures 11 and 12. For each
boxplot the minimum (bottom whisker), first quartile (bottom of the rectangle), median
(bold horizontal line in the middle of the rectangle), third quartile (top of the rectangle),
and maximum (top whisker) are displayed. Outliers are indicated by circles or asterisks
and represent 1.5 times the IQR.
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12 PRE Responses

Figure 11. Boxplot display of PRE survey questions.

The range of scores observed for individual participants among the 12 PRE
questions was wide (range: 0-9) (Figure 11). The lowest score (0) was observed with
Question 11. There seemed to be a problem of understanding with the question, and in
the future, question 11 will need to be revised for more clarification. The highest score
(10) was observed with Questions 4 and 8. The lowest median score (Median = 5) was
observed with Question 1 (Median = 5, IQR: 3), Question 7 (Median = 5, IQR: 5),
Question 9 (Median = 5, IQR: 4), and Question 11 (Median = 5, IQR: 4). The highest
median score was observed with Question 3 (Median = 6.5, IQR: 2) and Question 5
(Median = 6.5, IQR: 4). Both the lowest and highest medians observed for the PRE
questions are considered “Neutral.” One low outlying value of “0” was observed with
Question 12. No other outliers were present among the 12 PRE Questions.
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12 POST Responses

Figure 12. Boxplot display of POST survey questions.

The range of scores observed for individual participants among the 12 POST
questions was wide (range 3-9) (Figure 12). However, the range of the majority of scores
was narrower than that observed with the PRE questions. The lowest score (3) was
observed with Question 2. The highest score (10) was observed with all questions (2, 4-8,
and 10-12) except Questions 1, 3, and 9 where the highest observed score was “9.” The
lowest median score (Median = 7) was observed with Question 11 (Median = 7, IQR: 2).
All other questions (1-6, 8-12) demonstrated the highest median value of “8.” Both the
lowest and highest medians observed for the POST questions are considered “High”
levels. Two low outlying values of “0” and “4” were observed with Question 12, and
Question 3, respectively. One outlying high score of “10” was observed with Question
“3.” No other outliers were present among the 12 PRE Questions.
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DELTA Between PRE and POST Response

Figure 13. Boxplot display of DELTA for survey questions.

A delta variable (DELTA) was created by subtracting the PRE response from the
POST response for each of the 12 questions (Figure 13). When the POST score does not
change from the PRE-score, DELTA is “0.” When the POST score improved from the
PRE-score, DELTA is “positive.” When the POST score worsens from the PRE-score,
DELTA is “negative.” The red, dashed line represented the 0 value when the PRE and
POST responses were the same (no change). The blue dashed line represented when the
POST response was 1-unit higher (improvement) than the PRE response.
Median DELTA scores improved for all 12 survey questions. The range of
improvement observed for individual participants among the 12 questions was wide
(range: -1 to 7). The lowest delta score (-1), corresponds to a worse score and was
observed with Question 3 and Question 9. Questions with at least 25% of participant
deltas of “0” (no change) were Questions 4 and 11. The highest level of improvement
(delta = 7) was observed with Question 7. The lowest median improvement score
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(Median = 1) was observed with Question 4 (Median = 1, IQR: 2) and Question 11
(Median = 1, IQR: 3). The highest median improvement score (Median = 2) was
observed with Questions 1, 5-7, and 10-12. Both the lowest and highest medians
observed for the DELTAs are considered significant and of practical importance. No low
outlying values were observed for any of the questions. High outlying values were
observed for Question 1 (DELTA = “6”), Question 2 (DELTA = “6”), Question 6
(DELTA = “8”), and Question 8 (DELTA = “5” and “8”). No other outliers were present
among the 12 PRE questions.
Conclusion of the Data Analysis of the
Assessment
Each of the questions (1-12) and the average of the 12 questions were used to test
the hypothesis of whether the difference between the PRE-score and POST score was
significantly different from “0”—no change. I hypothesized that the seminar would
improve the scores by at least 1-unit.
To test the hypotheses, the Wilcoxon signed ranks test, a nonparametric measure,
was employed using SPSS v 24 (IBM). All tests of hypotheses were two-sided (allowing
us to identify significant improvement or worsening) and considered to be statistically
significant at an alpha level of 0.05, that is, when the p-value was less than 0.05.
The results of the tests of hypotheses demonstrated that a statistically significant
improvement (p < .001) was observed for all Questions (1-12), and also for the average
of the 12 questions (p<.001). The interpretation of the results includes that observed
differences between the PRE and POST scores are both of practical importance, and also
statistically significant (not due to chance).
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Reflection on the Comments
On the assessment, there were 12 questions with the 11-point Likert scale. There
were an additional two questions that asked for comments from the participants. Those
two questions were:
13. What is one element that you take away from this conference that will make a
difference in your ministry?
14. In the presentation on conflict styles and types (Tuesday afternoon), what did
you find most helpful? What recommendations or suggestions for
improvement do you have?
All 24 participants responded to both questions asking for their input as a comment. The
full responses to these questions can be found in Appendix F.
On their responses to question #13, there were numerous positive take away
comments, such as how one was able to identify the way people react to conflict
differently. Others indicated new understandings of levels of conflict and how one can
de-escalate the levels of conflict. Participants also recognized that conflicts are
opportunities for positive growth. One participant wrote, “Learning about this topic is a
very good tool that changes my life completely.” Others appreciated the resources they
were given to address conflict.
As for question #14, there were just as many positive responses on learning about
conflict styles. However, there were good recommendations that needed further followup workshops. A few recommendations asked for more role-playing and group
discussions, meaning that the participants desired more hands-on workshops, instead of
presentations.
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In general, most of the participants had commented how these workshops had
equipped them to address conflict with more confidence, as well as created a desire to
learn more about conflict transformation to do ministry more effectively.
Summary and Conclusion
The amount of time the pastors were engaged to increase their understanding of
cultural awareness and conflict skill sets was relatively short. The pastors felt that
diversity in the churches and the rise of conflict will only increase. Therefore, all, if not
they were all attentive to the workshops and actively engaged in learning to conflict
transformation skill sets.
These workshops on cultural and conflict skill sets are only beginning to equip the
pastors to be more effective in the churches. The pastors acknowledged that these
workshops needed to be available for all pastors and asked that the conference provide
these same workshops to local church leaders and members.
It is a plan for the SECC to continue to build upon these workshops and have
more in-depth workshops and resources available for the pastors on an annual retreat.
Furthermore, the conference will plan to have condensed workshops available for the
churches, so that the church members are equipped to address conflict in healthy ways.
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CHAPTER 6
EVALUATION AND LEARNING
Summary
This study addresses cross-cultural intergenerational conflict within Asian
churches in America. Due to differences in the cultural values and timing differences of
acculturation into the culture of America, conflicts are a common occurrence in ethnic
churches. However, because of globalization in Adventist churches around the world and
more churches becoming multi-ethnic, the conflict that arises from the cultural
differences goes beyond ethnic churches. Therefore, this paper can be applied not only to
the ethnic churches with generational differences but also to the multi-ethnic churches.
Description of Method Used to Evaluate
the Intervention
The Southeastern California Conference presented this workshop during a retreat
with most of their younger pre-ordained pastors to be assessed in several areas of culture
and conflict. The first assessment was the CQ (Cultural Quotient) assessment to measure
their knowledge of and ability to accommodate cultural differences. The second
assessment was the Thomas-Kilmann to identify their style of approaching conflict. The
third assessment was the MBTI assessment to identify their personality and conflict.
There were five workshops to equip the pastors such as: (a) biblical understanding
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of conflict, (b) identify the cultural differences with their congregations, (c) identify
different levels of conflict and how to de-escalate the tensions from higher level to lower
level of conflict, (d) use of Thomas-Kilmann conflict style to better assist conflict
transformation, and (e) understand the how different personality approach and resolve
conflict.
Outcomes
To measure the learning curve of the workshops for the pastors, a final assessment
of 12 questions were given to the participants to respond at the end of the workshop. The
instructions to the participants were to indicate an “A” on the scale where they felt they
were before the workshops. Then the participants were to indicate on the scale a “B” as to
where they felt they were at the end of the workshop. The lowest level represented “1” on
the scale, with “10” representing the highest level.
The results of the tests of hypotheses demonstrated that statistically significant
improvement was observed for all Questions (1-12). The interpretation of the results
includes that observed differences between the PRE- and POST scores, are both of
practical importance, and also statistically significant (not due to chance).
In general, most of the participants commented how these workshops had
equipped them to address conflict with more confidence, as well as created a desire to
learn more about conflict transformation to do ministry more effectively. After the
essential workshops on cultural awareness, levels of conflict, conflict style, and conflict
cycle, the pastors felt that they were now equipped enough to feel relatively comfortable
to address conflicts in the churches. However, pastors also felt that future workshops with
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a continual emphasis on conflict would help them to be better equipped to deal with the
future conflicts.
Conclusion
Conflict that results from diversity in a congregation along with generational
differences is a challenge for today’s pastors. Therefore, this research with its workshops
on the cross-cultural conflict transformation were needed so pastors would be better
equipped to effectively address conflict in their church settings.
By having the understanding of the theology of conflict transformation along with
the awareness of different cultures and the knowledge of different ways to approach
conflicts made pastors better prepared to handle conflicts in the churches. The pastors
participated had increased in knowledge and had gained the confidence to address the
current and future conflicts.
Recommendations
Culture and conflict is a vast area of research that needs to be done. It is
especially important for the North American Division since this division is the most
diverse division in the world. Among the North American Division, Southeastern
California Conference may be the most diverse field with the largest membership.
Annual Culture and Conflict Workshops
This study was limited to presenting workshops to the young pre-ordain pastors in
the SECC. There is a need for conference administrators, directors, pastors and leaders of
the local churches to be equipped in order to become more aware of the cultural
difference and address conflict in a healthy way.
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This study was also limited to the introductory level of cultural intelligence, levels
of conflict, identify preferred conflict styles, and conflict cycle. For following workshops,
it is essential that the material covers deeper understanding of how to work together with
different cultures. Because it is difficult to identify all the different cultural tendencies
and dynamics, a helpful cultural intelligence workshop can be based on the book by
Richard D. Lewis (2016) that addresses different categories of the culture into three
segments but also addresses how to manage and lead difficult cultural categories.
The next workshop also needs to address different approaches to conflicts. There
is more than one way to approach a conflict. Furlong (2005) indicates,
in every conflict, we employ these two steps, either consciously or unconsciously. In
fact, how good we are at managing conflict will be based, fundamentally, on how
skilled we are at these two steps: 1. creatively and insightfully diagnosing what is
causing a conflict and 2. effectively and skillfully taking action to resolve the conflict.
In many cases, the barrier to effectively managing a conflict is that we diagnose the
conflict unconsciously, react emotionally, make choices and apply tools based on a
poor diagnosis, and end up escalating the situation. (chapter 1, section 1, para. 5)
In this paper, diagnosing the conflict was addressed through workshops. However, the
next workshop needs to cover creative and insightful diagnosing of the conflict and to
learn various practical models and systems of conflict transformation.

Further Research on the Transition of Church
Ownership Between the Generations
The second recommendation is to research on how the second generation leaders
can work more effectively with the first generation congregation as the first generation
ages out and the second generation takes over the church. In other words, study how the
second generation can have a smooth transition of ownership of the church that was
established by the first generations. This study will benefit the church to not only
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minimize conflict during the inevitable transition between the two generations but also
enable the younger second generation to actively be engaged in the church.
Last Word
This study has impacted me in that I have experienced conflict as an opportunity
for change and unity instead of simply as a problem to solve. This study has enabled me
to be proactive with conflict and address it with an excitement of how God will work
through people with differences and accomplish unity with a renewed purpose. I have
presented seminars to diverse groups of people for the past two years and experienced
how conflict interventions and seminars have impacted people in conflict. When people
in conflict start with Jesus and end with His mission, many of the conflicts were managed
or resolved and transformed into something positive.
Also, while this study established the basis of the need to create a workshop for
the young pre-ordained pastors of SECC, this study and workshop might also be
beneficial to other organizations. As the workshops continue to add presentations to
equip pastors and leaders of the church on the topic of culture and conflict, the churches
will be better equipped to meet the needs of the people and further build the Kingdom of
God effectively.
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APPENDIX A
CULTURAL VALUES SUMMARY

Individuals have personal preferences or individual cultural value orientations.
Sometimes individual orientations reflect one’s nationality or ethnicity, but not always. In
this section of the report, you’ll see your personal orientation on seven cultural value
dimensions compared to the tendencies of ten cultural clusters.

TERMS
Individualism

Emphasis on individual goals and individual rights

Collectivism

Emphasis on group goals and personal relationships

Low Power Distance
High Power Distance

Emphasis on equality; shared decision-making
Emphasis on differences in status; superiors make
decisions

Low Uncertainty Avoidance

Emphasis on flexibility and adaptability

High Uncertainty Avoidance

Emphasis on planning and predictability

Cooperative
Competitive

Emphasis on collaboration, nurturing, and family
Emphasis, on competition, assertiveness, and
achievement

Short Term

Emphasis on immediate outcomes (success now)

Long Term

Emphasis on long term planning (success later)

Low Context/Direct
High Context/Indirect

Emphasis on explicit communication (words)
Emphasis on indirect communication (tone, context)

Being

Emphasis on quality of life

Doing

Emphasis on being busy and meeting goals

For use in Faith Based Setting
© 2017 Cultural Intelligence Center, LLC | www.culturalQ.com
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APPENDIX B
EFFECTIVENESS OF CONFLICT STYLE ON THE CONFLICT STAGES
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APPENDIX C
GROUP PROFILE OF SECC PRE-ORDAINED PASTORS

Gender
Female
7
Language Spoken
One
11

Male
23

Other
0%

Two
14

Three+
5

30’s
15

Early 40’s
2

Age Range
20’s
13
Pastoral Title
Senior
1

Sole
2

District
1

Associate
26

MTS
4

M.Div
17

Origin of Ethnicity of the Pastors
Asian
Black
8
2

Hispanic
8

Anglo
12

Ethnic Churches Represented
Asian
Black
6
2

Hispanic
4

Multi-ethnic
18

Education Degrees in Theology
Bachelor of Art
MAPMIN
8
1

Number of Countries Lived in at Least Six Months
One
Two
11
11
Prior Intercultural Experience
None
Limited
0
3

Moderate
13
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Three+
8

Significant
9

Extensive
5

APPENDIX D
SECC CONFLICT STYLE ASSESSMENT HANDOUT
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This conflict styles assessment was adapted from Norman Shawchuck’s workbook, How
to Manage Conflict in the Church: Understanding and Managing Conflict (Vol. 1).
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APPENDIX E
SECC PRE-ORDAIN PASTOR’S CONFLICT STYLE PREFERENCES

Preference

Collaborating

Compromising

Accommodating

Competing

Avoiding

1st

65%
19%
12%
0%
4%

19%
38%
15%
27%
4%

12%
27%
38%
15%
4%

4%
15%
19%
46%
15%

0%
0%
15%
12%
73%

2nd
3rd
4th
5th
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APPENDIX F
FULL RESPONSES TO QUESTION 13 AND 14 OF ASSESSMENT TO
MEASURE THE PARTICIPANTS LEARNING IMPROVEMENTS
13. What is one element that you take away from this conference that will make a
difference in your ministry?
01
02
03
04
05
06
07

08
09
10
11
12

13
14
15
16

17
18
19

Spurned on to take care of myself.
How people react to conflict differently. This will give or enable more
patience and grace to others.
Judgment index really helped me to know myself which will greatly help
other aspects of my ministry.
Knowing that I share the same or similar conflicts with other pastors.
To hang in, go to counseling and seek help on how to better recover from
burnout and care for myself.
The ability to value my skill set and diagnose conflicts.
Listen, understand, and communicate with my senior pastor more. Also, work
on deescalating conflict stage and think of the issue as the problem, not the
person as the problem. Lastly, I really need to de-stress because I am high
stress both at work and at home. This is because I am too hard on myself and
always feel I’m not doing enough no matter how hard I try.
Recognizing conflict as opportunities for positive growth.
1) Conflict resolution, 2) type personality and management style, 3) great time
with my colleagues, 4) assurance in my ministry.
Solving conflicts and situating them.
Not all confrontation is bad! Confrontation can have positive results.
The support, honesty, openness and time the executives took to spend with us.
The honest conversation and space to get to know fellow pastors was good. I
liked the laid back nature of the retreat. The lack of ice breakers was fantastic.
Encouraging organic interactions to take place was really nice (as opposed to
organized fellowship).
Conflict is inevitable and there are people and resources available to help us
get through them!
Judgment index and networking
Learning about this topic is a very good tool that changes my life completely.
More skills in constructively handling conflict. A lot of self-reflection and
self-understanding is necessary for more constructive and effective conflict
management.
It is about knowing myself and putting a value on what I do. Seeing things in
different perspectives especially with dealing with conflicts.
Mediation skills are indispensable, necessary for conflict resolution, which is
inevitable in church ministry.
The entire discussion on cultural understanding and everything about conflict
management will be very helpful. I will need more follow-up on these topics.
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20
21

22

23
24

The reminder of seeking to understand before being understood was very
timely for me. Thank you!
List of resources (books, etc.), friendships
Understanding conflict style and the ability to apply various styles of conflict
resolution to varying situations. I am the type who needs to hear something
multiple times to apply and truly understand a concept, but this definitely
makes me realize this is an area I need to work on and learn more.
Understanding that there aren’t any conflict management styles that are
superior in all situations, but that each one can be great in its proper or
appropriate situation.
Being aware of the different conflict types.
Building trust and dealing with differences.

14. In the presentation on conflict styles and types (Tuesday afternoon), what did
you find most helpful? What recommendations or suggestions for improvement
do you have?
01

02

03
04
05
06

07

08
09
10
11
12

It was helpful to know how different personalities approach conflict. More case
studies, please. Encourage and set aside time for personal time with God and
prayer groups to get to know others on a deeper level and be more holistically
rejuvenated.
It was good to see the different styles but some of the role-playing was not well
prepared and was limiting. I think better examples could be found. Also the
subject was repeated too often. The presentation could be streamlined.
Unmanaged conflict →attack people, managed conflict →attack issue
Topic was presented in a practical way (role playing, group interaction, etc.)
More handout resources (PowerPoint, books, materials, etc.)
Rochelle’s MBTI . . . whole thing. I get it.
All styles are valuable in different situations but not all are helpful in all
situations. Categorize when appropriate styles fit best for different situations
and move forward with those.
Recognizing my senior pastor’s personality type and conflict style. Trying to
work to complement and understand him. Recognizing I avoid conflict and need
to work on improving that area. It’s never going to change – it’s an internal
problem to address.
Identifying my preference of conflict style and recognizing blind spots for
interpersonal/intra personal relationships with different personalities.
Great job! Helpful!
Maybe a little more of group discussion. Constructive conflict with personality
test.
I need more time to study all of the information let it sink in. If we could get the
slides for these presentations that would be great!
Going through case study was helpful and seeing how others would react.
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13

15
16

17

18
19

21

22
23
24

I appreciated how we evaluated the five different styles and their strengths and
weaknesses. I also loved the role play! It was a great presentation. This retreat
was so appreciated. Especially the time with our administration. Thank you!
Everything is good. Thank you, a lot. God bless you.
Most helpful: how location or perception is not where we got making a
difference in how conflict is dealt with. Recommendations: More time spent on
clarifying how one’s own conflict style may play a role in the outcome of
conflict management. What are some maladaptive ways to deal with conflict
that we have? A kind of training for what NOT to do in certain situations and
how to discover that boundary between self-involvement and objectivity.
Understanding the cycle is very helpful for my style of confronting conflicts.
That it is not necessary to use the same approach which will depend on the level
where the conflict is in.
Perhaps, a workbook on staged/skits for practice of mediation in groups of three
or more! (1) mediation, and (2) & (3) competing/opposing party’s …
All of the information was presented in a very clear and understandable manner.
The various approaches to dealing with conflict were enlightening. I really
appreciated this retreat! Thank you!
Great presentation. I appreciated hearing other conflicts that people had and
breaking it down . . . more of that! Great, great retreat! I honestly so appreciated
it. One suggestion is to have more time as a group for spiritual renewal. Perhaps
a time together to pray and study the bible. More focus on Jesus. Thanks again
for this. Such a blessing!
Information was good, but I think that we needed better or more real life
application scenarios. Meaning, going through real case scenarios.
Defining my preference in depth.
To identify conflict and knowing how to deal with it. Good retreat, good food.
Thank you.
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